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The question of the possibility of the Navy’s 
providing aid in the form of a civil readjustment edu- 
cation, occupational coianselllnK, and job placement ser- 
vice, has been raised by a considerable number of retired 
and retiring naval officers. There is at present no pro- 
cedure which will materially assist them in obtaining 
erajd-oyment for which they are qualified and In which they 
may be interested. 

In this study the problem has been approached by 
means of a qae stlonnair® survey of both civilian employers 
and private employment counselors and placement agencies. 
An attempt has been made to determine significant Infor- 
mation concerning their attitudes and policies toward 
retired naval officers as potential emplo/ees or employ- 
ment clients. Information was secured from civilian em- 
ployers on employment ape limitations, appJJ '=utlon of 
naval experience to civilian jobs, retirement policies. 
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and experience reeume* data , Information secured from 
emplo/ment agencies covered the sam® fields as explored 
with civilian employers, and in addition dealt with dif- 
ficulties and problems encountered in placlnr: retired 
naval officers* 

Prom the results of this study it appears that a 
reasonable prop'raa for the assistance of retiring naval 
officers is Justifiable. The need for a Job analysis of 
the duties of naval officers in relation to civilian Job 
equivalents, to be written in terminology of civilian 
industry, has be«a clearly deiaonatrated. There Is evi- 
dence Indicatinr the need for retirinr naval officers to 
prepare themselves mentally and psychologically for re- 
tirement. A naval officer who is approachln*?- the age of 
retirement should plan for it Just as carefully as he 
planned his earlier career. Any assistance given to re- 
tiring officers in the preparution of theso plans will 
add to the protection of the Havy’s investment in theso 
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SOME ASP^TS OF THS PROBL M OP 
CIVILIAN JOB PLAC?^-NT A?IP RE4r>JU?nr.KT LdUCaTION 
OF RETIBI!!0 NAY OPFICEHS 



CHAPTER I 
INTRODXTION 
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The average naval officer knowe very little about 
retirement and becomes Interested in this subject only 
when he contemplates voluritar/ retirement or Is con- 
fronted with an Involuntar;/ type of retirement. There 
is at present no procedure which will materially assist 
these officers to readjust to civilian life or to assist 
ttem in obtalnlner employment for which they are qualified 
and in which they may be Interested. 

The problem of employment of middle-aged and older 
people, and the pi’^blem of readjustment of retired people 
to a new way of life Is not new. There have been many 
studies made of both of these problems? however, there 
has been little or no consideration riven to either of 
these problems as the/ specifically apply to retiring 
naval officers. 

Statement of t h e p roblem . The question, of the 
possibility of the Kavy’s providing aid in the form of 
a civil readjustment education, occupational counselling, 
and job placcanent service, has recently been I’alsed by 
a considerable number of retired and retiring naval 
officers. The fact has been pointed out that there is 
an increasing number of officers who voluntarily, or by 
forced attrition, retire at an ago whan they are still 
reasonably active. 
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The Navy a conalderable Invostraflnt In its 
retired naval offlcero and also has certain aponslbll- 
Itles toward this prroup, ifiTille «iany retiring naval 
officers have definite plans for retirement and can put 
their plana Into effect without difficult , it appears 
that many others are in real need of lisaistance in find- 
ing); civilian wrployxnent and in other phases of adjust- 
ment to civilian life. 

In July 1949, a series of personal letters were 
addressed by Rear Admiral T. L. Spraf^ue , 0. S. Navy, as 
Chief of Naval Personnel, to the members of his Civilian 
Advisory Coaanlttee, pointing out the problems often en- 
countered b/ retlrlnr officers in rsud justin’ to civil 
life and in finding suitable private employment. The 
committee members wore requested to comment on the Navy’s 
responsibility in this connection and advise the best 
means of fulfilling this responsibility . 

The Civilian advisory Committee propounded many 
questions, comments and suggestions. Naval personnel in 
the Bureau of Personnel, to whom the problem had been 
assigned for investigation, made a dlg<=?st of the com- 
mittee’s suggestions and arranged them in logical order. 
The comments were summarized and cl:selY related sug- 
gestions were consolidated, however, every effort was 
made to reflect the views expressed accurately and 
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without evaluation. 

The dlpifist of the corairiltteo • s replies to the 
problem in question wus broken down into five major 
questions 

1, Is the Kavy justified in undertaklnp; a 
reasonable program for assisting retiring 
officers to find suitable jobs? If so, 
for what reasons? 

2, Should the Navy set up a ”full scale" 
placement service for retiring officers? 

5, What planning, research or preliminary 
measures are desirable in connection with 
setting up a placement program for retir- 
ing officers? 

4 , What are the su-Tgested features and prob- 
Imns of an operating plac^ient program 
for retiring officers? 

5, What means of assliptlng officers toward 
successful retirement are available other 
than help In finding suitable jobs? 

In conjunction with question three above. It was 
suggested by the commit t-ee that Fost-Graduate Students 



^ Unpublished Digest of Civilian advisory Com- 
mittee Coiamonts on Placement Prosrar for Retiring 
Officers, October 1?>49, 
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In Personnel Administr«=itlon ani Training?: mip'ht contribute 
extensively to the project if they woul-i approach the 
problem from the viewpoint of civilian orploye ’s. In 
that Information might be obtained regarding the desire 
of civilian organizations to employ r<^tlred naval offi- 
cers of twenty to thirty years naval experience. The 
specific objectlv a would bo to ietermln© their prefer- 
ence as to methods of contact, information as to t'pes 
and extent of Job experience evidence desired; the 
types of Jobs they would consider naval officers best 
suited to fill; the rraxlmura age at wh3ch they would be 
willing to hire a retired officer; the approximate ware 
considered proper for personnel of this are and exper- 
ience; and the extent of industrial participation in 
readjustment programs. 

It was also suggested thct a similar survev of 
private employment agencies and Tob counselors be con- 
ducted to determine this group’s consideration of retir- 
ing naval officers as potential clients, plus problems 
encountered in placing such officers, and to obtain any 
additional information that might be related to the 
problem. 

It is therefore the specific purpose of this study 
to approach the problem from the viewpoint of both civ- 
ilian employers and private emploTmcnt agencies and Job 
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counselors in an attempt to determ’ne significant infor- 
mation pertaining to their atr.itudcs and policies toward 
retired naval officers as potential employees or employ- 
ment clients. Information was eecu'^ed from civilian 
employers on enplorment age llmltatlors, a plication of 
naval experience to civilian jotia, retirement policies, 
and desirable life abstract an^^ experl'^nce resume* data. 
Information secured f'om emplOTinent agencies and job 
counselors covered the same fields as explored with 
civilian employers, and in addition dealt with difficul- 
ties and problems encourtered in placing retlr©'^ naval 
officers. The size, capt.city and scope of the various 
agencies was also questioned. 

Present retirement provisions . Under existing 
laws, naval officers may retire voluntarll- after coifi- 
plotion of twenty years of service. Officers who have 
completed twenty years service and have twice failed of 
selection for promotion are required to retire. Those 
who have twice failed of selection and huve less than 
eighteen years servlf.e are released with two years pay. 
Retirement may also be for reasons of dlsablllt/ or 
statutory age. The existing law governlne physical re- 
tirement provides that any member of the uniformed ser- 
vices found to be vaiflt to perform t'^e duties of his 
office, rank, grade or rating by reason of physical 
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diatibllity and who otherwise qualifies as provided by 
the law, Bsay bo retired or separated subject to the pro- 
visions of the law. 2 The statutory retlrfanen t nr.o for 
naval officers is 62 years. An officer is transferred 
to the retired list on the first day of the month follow- 
ing that in which he attains this statutory age.® 

Retired naval officers, along with other veterans, 
are entitled to all the employment ben^^fits offered by 
Federal and State legislation, including counseliln?:, 
and placement services, readjustment allowances, re- 
employment rights and civil service preferences. Dead- 
lines on applications for federal civil service positions 
vary. The U. S. Civil Service Conanlssion should be con- 
sulted for specific information. 

While receipt of retired pa/ la not a bar to en- 
titlement to these benefits, it is Important to stress 
that such pay does affect in certain Instances the amount 
of compensation a retired officer mu/ receive In a civ- 
ilian position with the Federal government. The rules, 
exceptions, restrictions, preferences, and other oondifeions 



2 Dhited States Public Law 35i-31st. Congress, 
Chapter 681, 1st. Session H. R. 5007, Career Compe nsation 
Act , of 1949 Title IV, Washln-ton, D, 2*7, p. To. 

® United States Ravy Department Circular Letter 
No. 178-47, Infor mation on :^e tlrement . Washington, D. C., 

p. 4. 
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relatod to the appointment of retired n&v&l officers to 
civil positions in the Fed© ’al Fovcrnrr-ent and to some 
extent in State or Territorial governments, are varied 
as among class' s of positions and levels of compensation. 
General inforBiablon concerning these restrictions Is now 
being furnished to naval officers being retired at the 
time of receipt of orders of release from active duty*^ 

Officers conteiapiating employment after retire- 
ment are advised to deterKilne for themselves, in advance 
of any commitment, that their prospective employment 
does not come within the prohibition of any statute. 

Since by law it is a matter of private concern only, 
the necessary course for an officer called upon to de- 
termine the question is to seek an interpretation con- 
cerning the legality of his erployraent from the Judge 
Advocate General, from the legal staff of the firm in 
question or fi'ora private counsel. For example, it is 
not legal for a retired officer to receive retired pay 
if he is engaged in the sale of naval supplies or war 
material to the Navy. 

An officer who is retired for physical disability 
and whose disability was incurred in combat with the 
enemy, or who became disabled as a result of an 



^ Gnlted States Kavy Department Publication 
KAVPERS 15617, Nayy Veteran . Vol. 3, No. 6, Washington, 
D. C., Kay -June, 194^, 
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esplosion of an instrumentalit of war. Is not affecto-l 
b’/ ftithor tho dual ©inployinonb or the dual compensation 
lairs* H® rcay draw his retired pa/ and hold another fed- 
eral position. Except for the forewln^, if an officer 
is retired by reason of physical disability, he ma take 
a federal position, but while so employed he must waive 
all or the portion of his retired pay b'r which the agpire 
gate of retired pay and civilian pay exceo'^s three thous 
and dollars per year.^ 

There is no provision of law whercb an officer 
who retires for a reason other th>n physical disability 
with retired pay of twenty-five hundred dollars per year 
or more, inay b© employed by the Federal Government. Ex- 
ceptions to the law are: the Veterans /administration, 

the Atomic Energy Coscission, or when elected to a civ- 
ilian position or appointed to such a position by the 
President with Senate conf Irxnat ion.® 

The privileges and obligations of a retired 
officer are the same for all categories of retlreiaent 
with the single exception that officers retired for 
physical disability arc at present rwt required to pay 



^ Ghited States Havy Department Circular Letter 
178-47, 22 ,. clt . . p. 5. 
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income tax on retired pay. This Is in accor* anc© with 
the Internal Revwue Cod© Amendinent of 194?, United 
States Cod© Title ?6, section 22 (h) 6, as amended. 

Retired officers are not required to hold themselves 
in readiness. They ma/ b© ordered to active duty in time 
of war or national emergency at the discretion of the 
Secretary of the Kavv, but may be ordered to active duty 
in time of peace only with their own consent. 

Retired officers, not on active vdutv, are entit- 
led to wear the prescribed uniforms of the rank held on 
the retired list when the wearing of the uniform is 
appropriate. They are prohibited from wearing the uni- 
form in connection with nonmilitary, civilian, or per- 
sonal enterprises or activities of a business nature. 

If they accept employment with a military school, auth- 
ority to wear the uniform is granted on specific request 
to the Chief of Naval Personnel. 

Retired officers on inactive duty aro permitted to 
use their military titles in confection with commercial 
enterprises.'^ 

Privileges pertaining to medical and dental care 
and access to commissaries, srrall stores, and exchanges 
have not been enumerated for the reason that they are 
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not eonaid«P0d essential to the solution of the prohlom 
under consideration In this thesis. 

The slae of problem . In the calendar years 
1940 through 1947 a total of 6,657 officers were retired 
for an averafre of approximteiy 1106 retirements per 
year for this period. In 1943 a total of 613 officers 
were retired and in 1949 the total nomber of pormunont 
commissioned and warrant officers separated for all 
reasons was 821. Additional figures on retirement are 
Included in Tables I, II, and III. An estimate of future 
yearly retirements is included as Table IV. The calcu- 
lations have been based on an estimated authorized Navy 
of 45,000 officers and on the assumption that annual 
promotions will be made in all ranks. The “latlraated 
figure amounts to 2,857 officers per year. These offi- 
cers may be considered as beli^ divided into three age 
groups. First, there are those officers who are dis- 
charged and have less than el'-hteen years of service. 

This group represents 54 per cent of the total group. 

The ages of these officers will ranre between twenty- 
eight and forty years. Second, representing 27 per 
cent of the total group, are those officers with more 
than twenty years, but less than th Irt ' years of ser- 
vice. The age range of these officers would be 
approximately between forty-two and fifty-two years. 
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Third, representing the remainin'? 19 per cent, are those 
officers with riore than thlrt/ years of service, and who 
are normally over fift -three years of ai?e. 

Importance of the study . The question has been 
asked, is the Eavy justified in undertaking a reasonable 
prop?ram for asslstlnp; retlrint? officers to fln'3 suitable 
jobs? It has previously been pointed out that the Eavy 
has a oonslderablG investment in its retired officers, 
and that In time of war or national emerj^enc/, retired 
officers may be ordered back to active duty* Lawton 
points out that activity is essential to the preserva- 
tion of mental ability and that complete retirement is 
Inadvisable for many types of persons* All organisations 
should have a department which will plan for retirement 
"to” not retirement "from”, If retirement must be manda- 
tory. The Industries or professions should retire people 
not on a particular da % but over a period of years.® 

The importance of the problem may be considered 
also from the standpoint of Its economical, physical, 
technological and ps cholop'lcal aspects* 

The econoffdc situation in which an officer being 
discharged or retired finds himself may vary between a 
wide range of extremes* An officer w'~o is discharged 



® Lawton, George, New G oals for Old Age * New 
York: Columbia University Press, 1943, p, T9. 
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with two yoara par, havlnf^ twice failed of selection and 
having leas than oirdxteen /oars service, is for all in- 
tents and purposes unemployed# He could well be a man 
thirty-eight years of age with childran of high school 
or collage age# This man must find employment. An 
officer having completed twenty years service and retired 
on a pension could be a man forty years old and also have 
children of high school or college age. Although actu- 
ally unemployod, this man could get by if employment 
conditions were such that he could not get a job; how- 
ever to continue to live in the manner to which he Is 
aocustomed, he also must find employment to augment his 
retirement pay# Officers retiring with thirty or more 
years service my be considered as having no economic 
difficulties # 

The physical probl m of how to stay young is an 
old question which interests everyone who is past Mo 
thirtieth birthday. Among the many factors wMch have 
hindered our knowledge of old age is the f«ct that In 
previous generations a relatively small percentage of 
the population reached an age we could consider old# 

In early Greek times, the average age at death was 
twenty-nine years. In Massachusetts around 1900 it was 
thirty-five years; in 1B90 it had risen to forty-three# 
Estimates of the average present life expectancy vary 
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from fifty-six to slxty-thstroe ys&rB according to the 
data employed and the method of computation.® 

There are enoug>^ unknown factO'-s that affect the 
length of a man's life to make long-range forecasts un- 
certain, but experience has shown that a great deal can 
be accomplished by cultivating a propar mental attitude 
and by attention to certain details of fool, drink and 
exerclse.^*^ As the Uavy is organised, it requires great 
determination on the part of an officer to continue to 
be physlcallg active when he passes rdddl® age. Some 
degree of physical activity is essential to nearly all 
men. Each man must select the form of physical exer- 
cise best adapted to his own needs, and here the advice 
of a physician can be most helpful. 

After twenty or thirty years of naval service, 
often In foreign countries, many retiring officers are 
out of touch with civilian emplormont market Information 
and employment pro biers. These officers are in legit 1- 
nsate need of assistance in presenti^^g their qualifica- 
tions to the best advantage. There is little opportunity 



® Ibid., pp. 11-12. 

Johnson, hucius W., Captain (MC ) U. S. Kavy, 
"Education for Retirement" bjnlted States ??av«l Inst itute 
Proceedings . Vol, 69, No. 3, Whole So. 4"§1, AnnapolTs, 
Maryland: March, 1943, p. 337. 
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for officer# on «ictlve duty to keep abreast of tech- 
nolop?lcal Chang?*#. Technological changes In industry 
are continuous and cumulative in their effects. There 
la no way of tellinr what the technologic jil changes of 
the future will be or precisel/ how they will affect em- 
ployment and investment. Itoreover, it is important to 
realize that the consequences of technological advance 
are by no mean# uniform. Increased operating speeds, 
increased machine capacity, ;-echanization of handling, 
continuous production processes, are all technological 
advances that m&'j reflect a reduction in employee re- 
quirements both Inside and outside of the establlehment 
In which they occur.^^ 

The process of industrial change is by its very 
nature accompanied by a constant displacement and ro- 
abaorption of omplo/eos. Kew occupations, plants, and 
Industries come into existence while old ones decline; 
now areas become industrialized, while old ones decay, 

A technological change results in a new proluct or 
process that displaces an old product or process, job 
requirements are altered, fewer ©Biployees ar*» needed to 
meet the requirements of production, and us a result 



Gill, Corrington, '^Ohemploymont «nd Technolog- 
ical Change'’, Works Projects Administration , National 
Research Project Report No. G-7. Philadelphia s April, 
1940, p. 4. 
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employees lose their jobs. Under these circumstances, 
even when such changes are accompanied b/ an absolute 
increase in th® total amount of employment offered, un 
employment of individuals and groups of individuals is 
continually being created because of changes in the lo- 
cation of activity, transformations -n the imturo of the 
employment offered, or changes in the types of persons 
hired. 

The process of rapid technological and Industrial 
change will continue to raise problems through prosperity 
and depression, as the process of displacement and reab- 
sorption of employees continues. The situation becomes 
more aggravated durln? periods of depression. 

Any attempt to establish a service to assist men 
to find employment must take into account technological 
change and its action, causing a constantly changing 
picture of emplo:fmont opportunities. 

Psycr ologloully the effect of retirement varies 
greatly with the personality of the individual. For 
most men it involves a drastic change in th© habits of 
mind and body and an altered point of view. This may 
lead to rapid deterioration unless one makes a careful 
estimate of the situation and takes suitable action. 
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Only by Intelligent thought and prepar cation can the aver- 
aB*e naval officer avoid the ovll effects of Inactivity 
and loss of interest in af*'airs.^® 

The problem faced b^ an officer being dlacbarged 
or retired Ctm be conaidered as r.ade up of numerous 
problem-aolvlng situationn, each of which will vary In 
Its intensity of frustration aecordinr to the situation 
and the individual. The establishment of a service to 
assist retiring officers in the elimination of these re- 
tirement problems should improve the morale of that group 
and should assist In protecting the Navy's Investment in 
retired officers b?/ maintaining them at a hln^.cr degree 
of activity, and therefore In a hii^er state of effic- 
iency and effectiveness for possible recall to active 
duty. 
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In this stu-iy the problem h^s been approvsched, as 
suggested, by a surve ^ of both civilian e!»>ploysrB and 
private emplo/ment counselor’s and placement arencles. 

The surveys were undertaken In the belief that a suffic- 
ient n^amber of elvlliun employc’^-s, personnel manafrers 
and counselors and agency managers would be willing to 
furnish facts, even confidential ones, to make the re- 
sults worthwhile, and to be of value in the final solu- 
tion of the over-all problem of civil readjustment and 
job placement of retiring naval officers* 

Objectives * One object of this stuiiy is to obtain 
an indication of the attitudes of civilian e»plo,yers, 1ob 
counselors and placement a gene ' managers toward retiring 
naval officers as prospective employees and clients for 
job placement* This objective will ‘ e accomplished by 
determining their views on age in relatior to emplo:^ent, 
employment policies, dlstlngul shing attributes noted in 
naval officers, objectionable habits or Kavy "hold-overs" 
noted, experience resume’ data required, and lines of 
civilian employment in which naval training Is considered 
applicable • 

Another object of the study is to determine the 
extent of civilian employers' Interest in retiring naval 
officers as potential employees and the effect of pen- 
sions on employment considerations and possibilities* 
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Tho study 1® also expected to dotermlne the 
trend In attitude of civilian eoployers a® to the re- 
BponBlbllity for education and propar*tion of personnel 
for adjustment to the chan?,e that acconpanles retirement. 

The determination of civilian employer policies on 
retirement and retirement apie is also pertinent to thl# 
study. 

The testimony of job counselors and employment 
agency managers should also reveal the primary diffi- 
culties encountered in plaetnfr retired naval officers, 
and in addition the organisational size, geographic 
scope and cap«clty of emplo ment agencies. 

All of the foregoing are secordary or Incidental 
to the one main object of trying to determine how far 

the Kavy should go officially in the procedure of plac- 
ing retired naval officers. This, of course. Is a prob- 
lem of policy determination which will bs solved at the 
level of command which is oommenaurate with the situa- 
tion. 

Questionnaire develoE»nent . In order to attempt 
to attain the foregoing enumerated objectives, material 
has been required which could be obtained only b’ means 
of questionnaires directed to personnel managers of 
civilian employe's, job counsel ra and man gers of 
employment agencies. 
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Two quest tonnairea were developed, one to be sent 
to civilian employers and one to employment agencies and 
job counselors. Prior to processing the questionnaires 
for mailing, personnel managers of several major indus- 
tries and managers of several counselor and employment 
agencies in Detroit, i^lchigan, Chicago, Illinois, and 
Columbus, Ohio, were interviewed. The questionnaires 
were presented to the personnel managers during the 
interviews and as the questions were answered each 
manager was askf^d to comment, criticize and make rec- 
ommendations as to question construction and question- 
naire form. In addition to the corvnents on the ques- 
tionnaire, the man^Agers contributed considerable informa- 
tion on the general problem in question. It is felt 
that the quality of the question wording was greatly 
improved by this procedure.^ Every effort was made to 
avoid ambiguity, to use words that would be understand- 
able to all respondents, to make the questions reusonable 
and concrete, and to adapt the questions to the t/pe of 
person interviewed. 

In the majority of the questionnaire development 
interviews, It was noted that repeated questions were 
asked by civilian personnel managers and employment 



^ Blankenship, A. B., "Pretesting a questionnaire 
for a Public Opinion Poll," S oclometr'; . 3; 263-2o9, 
March, 1940. 



#■11 ip ii* 




«<*« l» n »t tdiiwt UiikMi •«• m mM 

•»« rn*^m rntamm u« a "»* <m> 

ga •••«»• «^9 n» •«*^» •‘^H**»**’» '••' •• ■< 

~** uui'* *’-«* l»r* >•• '* klM« 

ILt 

« «iT « ^a4t «v •» ^rfiif 

■ !» ■ Uf > 4 p 

NiW^bol Mil 14 ^ m 

%m^ MMm mmm 00 M 

IMPMMP «U lii^ U000^m Mmip 



22 



agency managers that Indicatea, on their part, a very 
United knowledge of the duties, training and possible 
experience background of gen'^rsl line naval officers. 

The personnel managers and enployment af»ency vanxnurfirs 
who were interviewed were considered to b© above average 
respondents, thus it was assumed that tve average ques- 
tionnaire recipient would also be lacking in this know- 
ledge. It was therefore considered necessary and 
justifiable to be suggestive in some of the questions 
asked In the questionnaires. 

The final questionnaire for civilian employers was 
processed, ass#E.bled with a letter of transmittal and 
mailed with returr stamped envelope to 2P9 personnel 
managers of civilian employe's in twenty major cities in 
the United States, covering the laclflc coast, Atlantic 
and Qulf coast and the Central States. 2 The names i-utid 
addresses wore obtained from the I'.anuf acturers Direc- 
tory,® Poor»s Register of Directors and Executives^ and 
current telephone directories. 

2 The questionnaire and letter of transmittal to 
civilian employers is Included as Appendix I. 

® “Manufacturers Directory", State of Ohio. De - 
partment of Industrial Relations » Division of Labor 
Statistics, 1940. 

^ "Poor»a Register of Directors and Executives", 
United States and Canada; Standard and Poor’s Corpora - 
tion . New York; 1950. 
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The aeleotlon of the citl^,s to wMch the ques- 
tionnaires were sent can be consl'lered a purposive 
sajnple# A previous unpublished survey of retired naval 
officers made b the Mvy showed that the s:re«iter pro- 
portion of retired naval officers appear to have r'^tired 
in or near larger cities in the coastal areas. The laa^or 
seaports on both coasts were therefore selected on the 
basis that employers and placement arenclea in these 
cities would be most apt to be more familiar with the 
problems of employment as related to retiring naval 
officers. This assumption was born out in the responses 
to the questionnaires. The selection of cities in the 
Inland areas was baaed on eize and geographical loca- 
tion. 

The businesses In these cities to whom question- 
naires were sent were selected on the basis of size. 

It was attempted to limit the receipt of questionnaires 
to organizations Indicating a minimum of five hu dred em- 
ployees. 

Employment agencies were selected on the basis of 
indicated type of service, questionnaires were sent 
only to agencies whose service Included placeman t of 
executives and technically trained personnel. This 
distinction was made in an effort to preclude ques- 
tionnaires from being mailed to omploymenc agencies 
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hftndllnK only co Karon l.-’bor'ors do ?e^tlo help. 

The present surve / rmy w^li he considered as a 
aainple study to determine w’-ether a li^rger study la 
warranted. The results of this survey have indicated 
that further study Is justified. 

Of the total number of questionnaires sent to 
personnel managers of civilian ©rpleyors, 40.8 per cent 
were returned, and 70 per cent of those returre=d were 
complete In Itars response, /iddltlonttl printed m^attor 
Including application forma, Kisdlcal examination forms, 
retlremmct benefit insurance fo ma, and retinemont 
plans was included with 60 per cent of the question-' 
nalres returned. Thirteen of the questionnaires were 
returned indicating that the company was not actively 
engaged in business at the time. It is Interestln <7 to 
not# that seven of the t^irte-'n returned with this nota- 
tion were shipbuildin co panijs. Pour of the question- 
naires were returned marked by the postal authorities 
as unclaimed. 

The final questionnaire fo’ man^srers of priv^ite 
employment agencies and job counselors was processed, 
asaonbled with a letter of transmittal and mailed with 
return stamped envelop© to 273 enplcymont agencies and 
job counselors in the same cities to which the industrial 
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questionnaires were sent*® The ncuKes and addresses 
were obtained from the current telephone directory sec- 
tion located in the central office of the Bell Telephone 
Company In Columbus » Ohio. 

Of the total number of queatiormalres sent to 
managers of private employment agencies and job coun- 
selors, 33 per cent were returrad, and 74 per cent of those 
returned were complete in item response. Application 
forms and experience resume’ forms were included in 58 
per cent of the questionnaires returned. Only ten em- 
ployment agencies returned copies of their contract 
forms, and the majority made no mention of contracts; 
hswever several remariced that contracts were considered 
as a confidential part of their service. Eleven agencies 
returned the questionnaire with the general statement 
that tiiey had never placed a naval officer in a Job, 
that they knew nothing about naval experience as It 
apply to civilian employment, and did not feel 
qualified to reply to the questionnaire. Two agencies 
reported that they did not cater to this t^pe of client. 

One was returned marked, **materlal requested is all too 
confidential.** Five of the questionnaires were returned 
by others with the info roatlon that the agencies 

® The questionnaire <and letter of transmittal to 
employment agencies in included as Appendix II. 
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addressed had ceased functioning; three were returned 
narked by the postal officials &s unclaimed; and two 
were returned unisarked with no explan«*tion. Sever «il of 
the agency managers took a keon interest in the problan 
and furnished a wealth of material, comment e, sug at ions 
and advice. Five employment a eney man .c:ers ^skcd the 
writer for copies of the completed thesis. 

Considering the oonfldewtlal nature of much of 
the data requested, the gre^t amount of detailed infor- 
mation desired, and the wide-spread distribution of the 
civilian employara anci the employment agencies which 
have seen fit to cooperate, it is felt the returns from 
the questionnaires were sufficient to justify the study 
and bo validate the findings made therein,® 

The returns on both questionnaires followed the 
pattern first noted by Toops*^ and later confirmed by 
Stanton,® viz, that there is an insignificant difference 
between Incomplete and final complete returns. Tl-:e 



® Shuttleworth, P, K,, "Sampling Errors Involved 
in Incomplete Returns to Mail .uestlonnaires". Journal 
of Applied Psychology. 25: 588-591, 1944, 

Toops, Herbert a., "Valld-jting the Questionralr© 
Method," Journal of Personnel Besearoh . 2: 153-169, 1923. 

® Stanton, P., "Kotes on Validity of kail ques- 
tionnaire Returns", Journal of Ap£llM P sychology . 23: 
95-104, 1939. 
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would not permit the use of follow up questionnaires; 
however. In the ll?;ht of findings in a second study by 
Toops,® the Increase in the number of responses by the 
use of follow-up letters mlvht not have altered the 
general picture* It Is pointed out that caution should 
be used In the interpretation of the findings* 

What merit the study may possess Is largely due 
to the civilian employers, personnel managers and mana- 
gers of private employment agencies who have so kindly 
cooperated, and to Dr. D* B, Heckman and Dr* D. T. 
Campbell who gave many practical suggestions and con- 
structive criticisms. The writer, therefore, wishes to 
acknowledge his Indebtedness to all of these. 



^ Toops, Herbert A., "Returns from Follow Dp 
Letters to Questionnaires", Journal of Applied Faye o logy . 
10 : 92 - 101 , 1926 . 
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Former naval personnel were c.-splo »^ed by 75 par 
cent of the civilian employers who r©apond«^(3 to the 
questionnaire* This f/roup of fornier naval officers con- 
sisted of 8 per cent who had been involuntarily retired, 
30 per cent had voluntarily retired, and 62 per cent 
were reserve officers. 

Policy * Regarding employment of executives and 
supervisory employees, 67 per cent reported that the 
normal procedure which is followed in alirjost all cases 
is to promote such personnel from among qualified in- 
dividuals already in the company’s service. The 
majority of this group made the added comment that for 
this reason the question of employment of executive or 
supervisory personnel from outside the company does not 
arise excepting in isolated oases where a position re- 
quires highly specialized training and experience which 
may not be available among the rank and file employees* 

The policy of ^5 per cent of civilian ployere 
is that of filling positions by bringing in well qual- 
ified people from the outside for approxl ately half of 
the executive jxjsitions that become available. This 
policy was defended by several employers. One employer 
pointed out that pc^amotlona were made from within the 
organization only if there were a man available who was 
fully capable of handling the job* Bo warned that too 
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much unadulterated Inbreeding within an organization le 
deadening* In an interview with one li*rge Detroit manu- 
facturer it was indicated that the company made it a 
point to be on the lookout for promislmr executivea in 
other organizations and when openings occu red in the 
company, outstanding men who had been noted were ap- 
proached with un offer of a position. Another manufac- 
turer stated that ail promotions were made from within 
the organization except for sales i^nd advertising per- 
sonnel. In sales and advertising personnel, changes at 
periodic intervals were ccxisidered essentiul to insure 
maintenance of personnel with fresh id^as in those 
positions. The sales and advertising field was viewed 
b:; this employer as a good possible source of employment 
for a retired naval officer. 

Age . In hiring executivea or supervisory eii- 
ployoes 28 per cent of the employers consider the age 
group ranging from thirty to thlrt -five years as the 
most d sirable, 24 per cent favored the thirtr-flve to 
forty age group, 13 per cent desired men below the age 
of twenty -five; whereas 14 per cent favored men between 
the age of forty and forty-five, 3 per cent were inter- 
ested in men over fort^-flve years old, and 4 per cent 
made no response. 

Age was considered an unimportant factor by 15 
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por cent of the eraplo ’•ere , several of whom qaallflod 
their opinion with the etatemc.nfc that no particular set 
age group is considered as most desirahle; that In hlr> 
Ing executives or supervisorf employe- s, they consider 
ability rather than age. One large aiunufacturer stated 
that the company had conducted extensive tests at the 
executive supervisor level and had found that age la 
Insignificant as opposed to aptitude, ability and per- 
sonality factors. Another large mm faoturer stated In 
an interview that the company policy on age was flexible 
with no fixed age liaaltj however the company considered 
a man over fifty years old as a poor risk. He want on 
to say that this consideration is duo to a fear, which he 
felt was prevalent throughout major Industr-f, of the 
probable near future demands of the unions in connection 
with retirement pensions as related to age and also of 
possible legislation pertaining to the age of retirement 
and the rights and benefits of employees. 

Inquiry was mad; as to the age group above which 
employers considered it undesirable to hire executive or 
supervisory personnel. The responses to this question 
indicate a slightly more lenient attitude of the em- 
ployers toward older applicants than Indicated In the 
responses to the prsylous question. Only 1 per cent of 
the employers considered men above thlrt/-flve us too 
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old, 4 per cent placed the stop line -.t forty, 23 
per cent said ason i.r© undesirable if over forty-five and 
36 per cent said a r-an fifty is too old. EBiploycrs con- 
sidered ago as not being a significant employment factor 
in 22 per cent of the oases. The diffarences in re- 
sponse to the two similar questions is of notable in- 
terest; however determination of the statistical 
significance is consld red beyond the scope of this 
thesis. 

Prom the above it is evident that employment 
policies In general are widely varied. Policies will 
vary In each company, in accordance with employee market 
conditions that exist at the time of any employment sit- 
uation, and with the ini ividual demands of the employer 
making the decision. 

Personality . Employers were «.sked in an open 
question to comniont and list any dietlngulsblng attri- 
butes which they considered naval officers to possess. 

To this question 33 per cent made no response, 48 per 
cent stated they knew of no particular attributes pos- 
sessed by naval officers and considered them irs the same 
manner as any employee or applicant. Speoiflo comr.ents 
were made by 19 per cent of the respondents. 

The various attributes of naval officers which 
were Hated by the respondents appeared in a consistent 
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manner with an approxiruately eq’ial 'distribution of re- 
sponses. Naval officers were consl'^rred to possess the 
following qiallties: good educatJr>nal b an kr round , exec- 

utive ability, lead'^rshlp ability, ablllt ' to aspume 
responslbllltr-r , dependability, good aelf-Hsclpllne, 
keenly Interested in doing ouullt/ work, physically 
active, good social adaptability, and good appearance. 

To the open question on what ob^octiooa le habits 
or Navy **hold-over** behaviors had be^n noted, the re- 
sponse wag poor. Only 13 per cent of all rcsoordrnts 
avado any corement. A response Indicating that no objec- 
tionable habits or behaviors had been rxjtad was mad« by 
58 per cent of the respondents and 30 per cert mads no 
response. 

All of the comments were laude by employers who 
Indicated heaving had retired naval officers In their 
employ. Each conwient was singular in nature and none 
was repeated by any other e»ipl')yer. It might therefore 
be assumed that each coEacent was In reference to a spe- 
cif lo individual and not a gen^^ral feeling. Rowever, 
the comments are considered worth mentioning as It Is 
this sort of attitude maintained by u few which could 
Influence the attitude of a much larger group of poten- 
tial employers. 
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One OKploysr found former nav^tl officers unable 
to accept recponslbillt V or to direct a resroneibl® jjob. 
Others pointed out that retired naval officers carried 
their rank over into civilian buaires®, that they were 
demanding without reason, overly aggressive, curt in 
their manner of speech, and overestimated their own worth 
to the company. Another employer stated th^t former 
officers soaetiroes complained about the amount of work 
expected by the company executives. Another respondent 
made the point that former officers have the tendency 
to consider that once an order is given the order will 
be carried out, the fault being that they do not consider 
It their obligation to folliw up to check on whether or 
cot the order la being properly executed, A large air- 
craft manafacturer stated that due to the limited exper- 
ience of retired naval o fleers, considerable adjustment 
to civilian employment is needed, A naval o'iicer has 
to become aecustomed to the Info-mal relationships be- 
tween all levels of Industrial o’^ganlsatlons ; he must 
condition hlffiaelf to a less formalized tradition, and. 
retrain hlmeelf to be less dependent upon fully defined 
regulations. These connents should prove noteworthy In 
connection with any civil readjustment educational 



program* 



«!«§««• 4^M ttWiI •• 



.<« ^Htrnmm, *»•»• ■* 

4M«i«m AMiaaPM!*«« »«• *■• »»«*«•»*••«• 
«44# ««■•»•««» **"• 




«M« «• «4 ll> II — 

•n mu^ma. *M4 m «I --iaaMa 

MIAMI W«M •• 

•4 *•*••• a**^ I* till ri«M 



I4ni|4' 



lirU 



55 



Employer Intereat . Civilian employ era have shown 
a Biixed variety of intereatr In retiring naval officers 
as potential e/iploreos. In considsrlnt^ retiring naval 
officers as a possible sourco of employee material, 14 
per cent Indicated that such officers were frequently 
considered* The Biaiority of the employers indicating 
such Interest consisted of airline co -paries, aircraft 
manufacturers , shipbuilding compar les, and steamship com- 
panies* Of the other employers, 19 per cent infrequently 
considered retiring naval officers as potential employees, 
51 per cent seldom considered this group as an employee 
source, and 32 per cent stated retirlr^ naval officers 
were never considered as an employee recruitment source. 

Intereat in receiving current lists of retiring 
naval officers with a brief sumsrar of the officer’s 
personal history, record, and experience was indicated by 
55 per cent of the civilian employers. Of that percen- 
tage, 8 per cent signified a higv- Interest, 19 per cent 
denoted a passing interest. Ko Interest was disclosed 
by 40 per cent of the employers and 5 per cent made no 
respon se* 

The suggested possibility that retiring naval 
officers might be willing to accept lower pay was re- 
ceived with surprisingly little enthusiasm. Ho 
additional Interest In view of the above suggested 
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poaslbility w^s slpnlflod by 63 par cent of the civilian 
employers* A alirrht increase in interest was expressed 
by 7 per cent, moderate Increase by 9 per cent, whereas 
only 4 per cent displayed a hlKh degree of Interest. 

Many anployars stated that the reason to the lack of 
Interest ifriown toward the jjosBlbillty of being able to 
employ retired naval officers at a lower wage Is that 
moat Jobs have salary range ratings, and that the com- 
panies were not Interested in trying to hire people to 
work for less money than indicated by the salary ranges* 

In general the tone of the ma,^orlty of couKients 
made by civilian employers implied that interest In re- 
tiring naval officers as an employee source is not 
specific* One employer answered the question b'^^ saying, 
"We consider them as any other applicant, particularly 
for engineering positions rsqulrlng maturity and exper- 
ience* We do not seek them out, nor do we discriminate 
against them," 

Although the specific Interest of civilian em- 
ployers in retiring naval officers as potential employees 
is not startlingly great neitdier is it absent. The 
interest Indicated is considered sufficient to warrant 
further study. Prior to further study, however, it is 
suggested that a comparative ^ob analysis of naval duties 
as related to that of civilian occupations be conducted 
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and published for distribution to civilian employers. 

Such a publication ahouLd bo written In termim)logy 
understandable by civilian employers. There la, among 
civilian employers, a noticeaDle «ibaence of knowledge of 
the facta concerning naval officer training and ©xperienos 
and its possible application to positions in civilian 
employment • 

Resume* data . A study, by Bowman and Schlelch, of 
information concerning applicants for employment required 
by employers on applic;itlon forms, revealed that no one 
standard form could be developed which would fill every 
need*^ The responses cjade to the writer’s question per- 
taining to this subject resulted in an identical finding. 
Variations in jobs, grades of skill, responsibility in- 
volved, size of the company, and information considered 
pertinoat and required by individual employers, make a 
standard form impractical. 

Data requested by mariployers may be classified 
into the following fields, Idr'ntificatlon of the Individ- 
ual, marital status, family, living arrungemonts , citizen- 
ship, military status, health and physical condition, 
social organizations to which the a pllcant belongs. 



^ Bowman, Ernest L,, and Betty Schlelch, ”What 
Information do Selected Employers Require about Appli- 
cants for Employment”, Ohio State Emploment Service, 
Columbus, Ohio, June 1949. 
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dduciition, «cheollnF, information affecting 

plant aecurlty, financial status of the applicant, 
religious affiliation, and work experience. 

Identification of the individual and his financial 
status is laaportant from several standpoints, especially 
for financial lind other Institutions in which employees 
Biuat be bonded. Marital status, family conditions, 
living conditions, health and physical condition, edu- 
cation and training, and work experience are generally 
considered carefully In selection of employees for specific 
positions. Some employers are not concerned with social 
organisations with which the applicant Is affiliated or 
with their religious affiliation, while the conditions in 
other establishments make consideration of these facts 

nooessary ,2 

The nature of the data requested on application 
forms was found to change. During the war all employers 
asked more questions about military service and factors 
affecting plant security. Some employers were found to 
be curious about some particular field in which most 
employers were relatively little interested. Family 
conditions and financial status are illustrations of 
this situation. Some correlation can be observed between 
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the n&ture of the inlustry and the t /pea of info naat Ion 
eolleoted,® 

In 32 per cent of the cuaea e; ployers Indlcuted 
thftit they would require specific information concerning 
why an officer wag not projnoted, and 5 per cent atated 
that they would not conalder hiring officers who had 
failed of prooiotlon In the service. Of the remaining 
oases ^ 19 per cent required a resuia©' of duties perfosnned, 
13 per cent wanted only an honorable service document, 
and 21 per cent stated that they were not interested in 
the reasons for an officer^ a failure of proitiotion, and 
preferred to make their own predictions as to a sian*8 
potentialities. 

A program to publish personal resume’s on retiring 
naval officers for the use of interested employers would 
necessarily have to plan to Include sufficient informa- 
tion on each officer to satisfy the desires of the 
majority of individual employers. 

Retirement . A review of the numerous retirement 
plans, which accompanied the completed questionnaires 
returned, disclosed the fact that there are approximately 
as many retirement plans as there are companies. It 
is also evident that only the extremely large concerns 



^ Bowman, loc . cit . 
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actually handle the finanolail aspects themselves. In a 
majority of the cases the actual execution of the plan 
Is carried out by one or more oo3wr>ercial insurance com- 
panies. The various plans are in a constant state of 
chan^?:e due to union demands and rate changes Imposed by 
the insurance companies. 

The reconcnended age for retiraupent by 75 per cent 
of the civilian employers Is sixt^-five, 7 per cent rec- 
ommend age sixty, 4 par cent signify age seventy and 
14 per cent declare that no age limit should be placed 
on retirement. Mandatory retirement at a fixed age was 
the indicated policy of 35 per cent of the employers, 
whereas 34 per cent made retirement, upon attaining re- 
tirement ago, optional with the employea as long as he 
maintained the required production standards. Flexi- 
bility in retirement age requirements to facilitate 
proKOtlons and administrative and operational changes was 
declared desirable by 21 per cent of the employers. Ac- 
knowledgement of any responsibility for ro&djustment 
education and prep^tration of personnel fo tin change 
that accompanies retirement was conspicuous for its ab- 
sence from the retirsment plans reviewed. Only one plan 
actually stated that it was the concern of the co'pany’a 
personnel department to counsel employees on the problems 
of adjustment to retirement and any other personal 
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problems vherc such assistance Is needed. 

In an interview with one ver/ large manufacturer 
controlling twent -seven subsidiary companies. It wus 
disclosed that the problem of retirement readjustment 
education and psychological preparation of employees 
prior to retlrejaent Is being given a considerable amount 
of thought, and Is frequently a discussion topic in 
executive conferences. It was emphasised however that 
no official steps have been taken to establish a policy 
on this question. This view was expressed by all of the 
large civilian employers interviewed. Inasmuch as large 
businesses normally set the policy patterns which are 
eventually adopted b^ smaller businesses, the establish- 
ment of a broad program for read j ;stment education in 
industry appears to be In the rather distant future. 

Acceptance of the full responsibility of readjust- 
ment education prior to retirement was acknowledged by 
only 3 per cent of the civilian employers, while another 
3 per cent indicated that the company accepted the maj- 
ority of the responsibility. That the resronslbi 11 ty 
was a fifty-fifty proposition between employees and 
employers was indicated by 12 per cent of the companies 
and 20 per cent disclosed that the responsibility was 
not officially assumed, however a small program did 
exist. In 50 per cent of the cases the companies 
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detclared that, except for pension provisions, the entire 
prohlain of preparation and Adjustment to retirement rests 
with the employee* Co^f^panies reported havinp;: no retire- 
ment plan in 5 per cent of the cases* 

Summary , although the various measurements 
attempted by this study cannot be considered conclusive, 
it is felt that the results have sufficient validity to 
be considered as a significant indication of civilian 
wnployer views as of February 19S0 on the employment fac- 
tors in question* 

Civilian employers have been si^iown to be defi- 
nitely concerned with the problem of age in employment* 
Two thirds of the employers have declared that with few 
exceptions executive and supervisory positions are filled 
by promotion from within the ranks of the oorpany* 
Sligiitly better than half of the employers intlimted an 
interest in retiring naval officers as a source of em- 
ployee material, but only one fourth displa/©d any 
interest in the possible willingness of retired naval 
officers to accept lower pay* There is little doubt that 
the attitudes and views of civilian employers vary with 
the fluctuations in the business cycle* CJeneral economic 
conditions, current business conditions and the available 
labor market are some of the variable factors affecting 
these views* In a period of substantial unemployment 
the ptroblem is intensified* 
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The primary purpose of any employment agency, 
worthy of coneldoratlor , is the placem'nt of each indi- 
vidual client in a position for w .lch he is qu«^lified 
and in which he la interested. One agency manager ex- 
pressed it as a business of put-~ln' jig saw puzs&les to- 
gether, of fitting aptitudes, skills and personalities 
to job sltuatloTxS. Placement agencies in many states 
function in the duul capacity of occupational counselors 
and job placement offices, however in some states such 
combinations are not legal. In the states in which the 
dual service is illegal, job counselors and placement 
agencies function as separate Individual services. The 
questionnaires used in this study were sent to both the 
combined and single function placement agencies and 
job counselors. The three types will hereafter bo re- 
ferred to as agencies, placement «gencles or employment 
agencies. 

Of the respondents to the flcxployment agency ques- 
tionnaire, 51 per cent reported having previously placed 
retired naval officers in civilian positions. In 4 per 
cent of the cases it was signified that the agencies had 
each placed fifty ex-naval officers, 10 per cent Indi- 
cated placement of ten fo laer naval officers, and 82 per 
cent declared that they bad placed five. Data on civ- 
ilian job placement of retlrod naval o^"'f leers has been 
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Included aa Table XVIII. 

Potentialltlea . The attitude toward retiring 
naval of fleer a as cllenta exhibited by en:;ployaent ap;en- 
olas varied widely. A einall percentage d©cl<*r©d retiring 
naval officers to be vary desirable clients with excellent 
employment potentialities, ^feere&a a similar percentage 
revealed that they would prefer not having them as cli- 
ents. It was signified by 46 per cent of the agencies 
that former naval officers wore considered to be accep- 
table clients possessing belrw average <ar,ployaiont char- 
acteristics, whereas 43 per cent declared them to quality 
as average to above average In both considerations . The 
general conanent which appeared most frequently In this 
connection emphasized that it makes little diffe"*cnce to 
an employment agency whether or not an applicant Is a 
retired naval officer or any retired man. Rather the 
possibilities of any man's being placed in any position 
are highly dependent on the specific qualifications of 
the individual, his personality, appearance, and his 
attitudes. 

Employment agencies were quick to point out that 
officers having specialized in engineering, electronics, 
and personnel administration duties during their naval 
careers are more easily placed than officers who have 
spent the greatest percentage of their time In communi- 
cations, navigation or gunnery. 
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tvery ititarvlew with empiovatiant agancy 
nanagors th<s fact wus diaoloeed that eaiployara fr«- 
quontly specify, in their* requests for eroployees, that 
they do not want a former government employee. In re- 
sponse to the question concerning employer ohjeotlons 
to hir'ng former naval officers, 60 per cent revealed 
that no particular objections wer'> manifest, however 35 
per cent intimated tlwt employers would prefer not to 
employ fonaor governmental cmiployees. Five p'^'r cent 
of the agencies made no response to this question. One 
agency m&nt.ger stated that anong the companies with whom 
the agency had business contacts, approximat ily 5 per 
cent were extremely opposed to hir'ng forrater govern- 
ment employee. The writer also noted this opposition in 
several interviews with civilian cnsployera. Daring one 
interview the aaplo/er*a vehement reaction to the sub- 
ject caused the writer to make a hasty but courteous 
exit. 

The ©mployment agencies ' responses to the ques- 
tion on the possible improvement of employment roeslhil- 
ities for retiring officers by their willingness to work 
for a lesser amount than normally pali, dpmonstratod a 
reluctance, on the part of civilian employers, to dis- 
close their true desires. The agencies revealed that 
TO per cent of the companies, with whom they do 
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business, have Indicated an interest In obtain Inf^ ©nploy- 
e©8 who were wllllrM!? to work at a reduced waf?e. Interest 
In this possibility had been indicated b- only SO per 
cent of the civilian eciployers. Many of the agencies 
added the warning that working for reduced pay laay laake 
enoEiies aj?»ng fell::w workers, therefOT*e it should be 
given as little publicity as possible, 

A comparative list of fields of possible employ- 
ment for retired naval officers suggested by civilian 
employers and employment agendas la contained in Table 
XXVI, One agency director pointed out that the greatest 
opportu itles In education are on the elementary level. 
The tremendous present enrollment In grades one, two, 
and three will be in high schools In the latter part of 
the 1960*8, College enrollments are expected bo double 
in the 1960*8, therefono a retiring officer ‘vould be 
wise to prepare himself for teaching j however opportun- 
ities at a college level are meager If an Individual does 
not have a dootor*s degree. 

Difficulties , The major difficulty with which 
employment agendas have to contend when placin'^ retired 
officers, is the problem of convincing civilian employers 
that former naval officers ^ possess skills which are 
applicable to positions in civilian business. A point 
specifically made br 43 per cent of the agencies was 
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that emplayers cannot vlsuaiizo thR carr’/’-over of naval 
experience to private inauetry. The difficult; is in 
assooiating military job tltloe with civilian job titles. 
Very often, specifically titled duty assignments In the 
Navy may be similar to a civilian job for which an offi- 
cer might bo qualified, but because of the general con- 
fusion, the association is not made. 

It was revealed by 55 per cent of the apencles 
that employers question the ability of retiring officers 
to readjust to civilian ways of business and 32 per cent 
disclosed that employers recognize tho executive abili- 
ties of naval officers, but consider them handicapped by 
a lack of knowledge of business tactics, and in addition 
do not consider the expense of training tien of their age 
worth the salary they would likely demand. Unwillingness 
on the part of naval officers to accept lower wages was 
reported by 17 por cent of the agencies. 

Other difficulties derived from etp.ployer com- 
plaints Consisted of statements such as: fot’Bier offi- 

cers lack initiative, they need to be told what to do, 
they have led too soft a life, and they are too strongly 
indoctrinated in the '^Navy way". One agency manager 
stated that the principal difficulties he has enccsintarod 
with this type of personnel is that they are rigid thinkers, 
they are not particularly good salesmen, nor are they 
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wi80 In public relations techniques, however they are 
generally excellent analysts. Another cormrientator in- 
dicated that na\ral experience is rarely adaptable to the 
demands of modern business. In addition, the average 
of the retired officer, combined perhaps with his usual 
superior attitude, lack of underatandir^^ of the human 
element, and his gen'-ral Ir^abllity to take directions 
from a younger and less experienced person, makes hla 
aezhrlces bard to sell. Still another a??ency pointed out 
that conditions change the ©mployment market so rapidly 
as to make the man who can be placed today very diffi- 
cult to place six months from now and vice versa. 

Additional placement difficulties have been en- 
countered by agencies due to personal shoi’tcomings and 
personality factors in Individual retired officers* 

During interviews with both employers and agencies, the 
writer noted specific objectionable char*ic ter 1 sties j?®n- 
tloned which pertained to retired officers. The agen- 
cies were given a list of the six objectionable character- 
istics most frequently noted in the interviews, and they 
were asked to number the list in the order of the fre- 
quency in which they had noted these characteristics in 
connection with business relations concerning former 
naval officers. The rank order as listed bv the 
various agencies varied widely. Unwillingness on the 
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pert of former navel offlccra to accept a decreaae in 
^ob preati;?e was the first choice of "4 per cent of the 
agencies as the objection most frequently noted# "I»aok 
of initiative" and "commanding attitude" each were se- 
lected by 16 per cent of the agencies and 15 per cent 
chose "superior attitude"# Officers were considered 
"overbearing” b;/ 19 per cent and "brusquenesa" was sug- 
gested by 7 per cent of the placement agencies. Another 
characteristic noted by the a eneles was that officers 
often tend to be antagonistic when giving orders which. 

In turn, tends to lower morale and reduce the efficiency 
of people with whom they are working# Another objection 
made disclosed a concern among employers over the ten- 
dency for retired officers to be careless of cost. It 
was intimated that employers feel that naval training 
is not conducive to the development of an eye for profits 
in private Industry# 

Age # The fundamental problem of the employability 
of the older worker la far from being solved. The general 
trend according to Clague^ Is toward an aging population# 
The effect of this trend on the age of our population is 



^ Claguo, Ewan, "The Social and Economic Prob- 
lems of Employment of Older Workers. ' An Address before 
the Second Annual Institute on Living in the Later 
Years, Ann Arbor, Michigan, July 21, 1949# 
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an Important consideration in the protlw at hand* 

In 1900, only three million persons, or one out of twenty- 
five was sixty-five rears and over. By 1940, the jraimhor 
of oldsters had tripled, and their proportion In the 
total population hud risen to almost 7 per cent. By the 
year 2000, the at.tleticlans expect that approximately 
twenty-one and one-half million pfirsons, or more than 
one out of ©very eight, will be in this a,:© group. If 
the "nearly-old^ people in the group of fort; -five 
to sixty-four y^* ars is Included in the totals, the fig- 
ures are striking* The proportion of the population 
forty-five years and over la expected to increase from 
one-sixth of the total at the beginning of the century 
to two -fifths in the year 2000. 

The older worker, as a job r, bus ail of 

the handicaps and has few of tho advantages of the man 
of like age who is on the job. Slany employers who may 
be liberal in their treatment of their own old r em- 
ployees are at the same time reluctant to take on new 
employees at advanced ages. In addition to his other 
difficulties, tho very sorilorlty system which protects 
the older worker as an employee, works to his disad- 
vantage when ho is on the outside.^ 
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Employment a?rencl9e indicated that. In general, 
placement of men over fifty, regardless of hackgrout'd. 

Is extremely difficult* They have found that Ir.dustrr, 
for the most part, will not accept personnel in the 
fifty and over group* The reasons glv3>n Include pension 
plans, seniority problems, insurance premiums, inability 
to keep up with younger personnel, and inflexibility* It 
has also been pointed out that, as in moat cases of such 
stereot ped discrimination, there is no Ju;igem©nt of in- 
dividual cases, but rather a blanket r<^fuaal. 

Fifty-nine per cent of the emplo:rment agencies 
consider it impractical for retiring naval officers over 
fifty years old to attempt to find smplorment, however 
they unanimously declared that It should be apparent 
that in war time production conditions, employment prob- 
lems are practically non-existant from the employees* 
standpoint* When mass unemployment exists and the labor 
market Is flooded, the factor of age becomes a prlirary 
selection factor In most companies* 

Qualifications * A general opinion expressed by 
employment agencies su/^gests that the majority of em- 
ployers feel that naval experience is of practically no 
value in private business. The ec-ployment advantages, 
disadvantages and problems presented by retiring naval 
officers are similar to those of any other specialized 
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group* On© ©xamplo givan oompar«d the placement probloma 
of n&val officore to the probleac of a professional 
musician or golfer, in that after speniliriJ: fifteen or 
twenty years on a career in the Kavy and then to consider 
working in private business la easy only when the naval 
officer has somowhere along the line prepared himself 
to compete* To b© able to compete with other people 
seeking private business Jobe, a naval officer must be 
able to offer skills equivalent to those possessed by 
the civilians with whom ho is competing. 

As a group, employment agencies feel that naval 
officers will be a normal cross section of personalities 
with a normal distribution of abilities and skills* 
Several agencies pointed out that the proper classifica- 
tion of retired naval o f i ors is not b age and rank 
in service, but accordlrg to ambition, intelligence, 
energy, coopei^ativeness and capacity for hard study and 
austalnad hard work. The classification suggested 
places retired officers In three groui-s; fi.’st, those 
officers who, with instruction and stimulus, can put 
themselves under their own power where they want to bej 
second, those officers who ca* not quite get where they 
want to be by theaiaelves , but with assistance and place- 
ment in the proper job plus a little supervision can 
thereafter proceed on their own; third, officers who. 
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because of personality traits and other reasons, will 
never get anywhere. The writer considers this to bo an 
applicable elaasif ioatlon. 

In the process of selling tie services of retired 
naval officers to civilian eu^ployers, the sraploynent 
agencies have evolved a vocabulaiv of noteworthy charac- 
teristics and attributes w! ;lch have been found to facili- 
tate the solution of the problem. The agencies explain 
that one phase of the placement {process necessitates a 
careful study of the individual employer to determine 
his personal desires, whims and idiosyncrasies, while a 
second phase involves a study of the position being 
sought to determine the specif Ic knowledc;e, skills and 
qualifications needed for the job. With this knowledge 
In band, the necessary communication symbols are se- 
lected which are considered most suitable to the situa- 
tion* 

A majority of the agencies state that in formu- 
lating a plan for the placement of a naval officer, they 
find it necessary to place the etphasla on personal char- 
acter istia and attributes, rather than on education back- 
ground or working experience. The educational background 
of most officers is, however, considered good, particu- 
larly those with engineering degrees. Officers also 
have been found to have leadership and executive ability 
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and to b© aecustomsd to resixjnsibility. Agencies rovoul 
that employers welcome cooperative discipline In an ployees 
and are enthusiastic over a naval officer's ability to 
follow orders arr’ to take dlroct and decisive action. 

The ability to pla-^ a’^d ayeteaiatize work also has been 
found in retired officers. 

Usually one or e.ore personal attributes are pre- 
sent either in van inr degrees or completely absent from 
Individuals In any normal cross section of the popula- 
tion. Employment agencies consider ruval officers far 
superior to the average applicant with a civilian back- 
ground in many such attributes. The agendas have In- 
dicated their cognisance of the fact that a primary phase 
of naval training is the development and strengthening 
of favorable characteristics throughout each officer's 
naval career. These characteristics, if possessed, are 
a naval officer's strength and main assets in seeking 
employment, whereas if they are lacking an officer's 
chances of employment are materially reduced. Officers, 
having traveled extmslvoly, are conslderod to possess 
qualities useful in sales organizations. They normally 
look and act like executives and are well poised and 
self confident. In gene al, officers have a stable 
personality, and a personable nature. Their experience 
and past record may be of value in giving them prestige 
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with cliontB uiid fellow workers, however this f&ctor 
may prove to be harmful if rot udminl-stered in a manner 
appropriate to the situation. Keatness of dress, and 
good physical fitness are noted as attributes of naval 
training. Officers have been found to be cooperative, 
dependable, reliable, honest, sincere, frank and cour- 
teous. Agencies point out that naval training has con- 
ditioned naval officers to be prompt, l^yal and alert 
to the details of a situation. These are some of the 
selling points which agencies have used in placing re- 
tired naval officers in civilian jobs. 

Advices . The employment agencies have offered 
numerous suggestions and much advice to the retiring naval 
officer who is about to seek employment. The point most 
frequently made is that each officer should make a com- 
plete job anulysla of the duties h© has perforwied dur- 
ing his naval cai*eer, such an analysis to be In the 
terminology of civilian job equivalents. The amt lysis 
should cover every phase of the duties performed rather 
than just the general functions. The agencies state 
that men have a tendency to skip ovr minor Job© as too 
trivial to mention. This is pointed out as a mistake, 
as quite often placement may hin*e on minor skills or 
experiences. It was suggested ths*t officers who cannot 
visualise what their potentialities are should take a 
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battery of aptitado and proficiency tests* In the 
wrlter*B estimation the above points constitute two es- 
eentlal furctlons wMch ebouH be considered in any re- 
ad jiotment educational program which ralp;ht be established 
to assist retiring naval officers* 

Officers should be counseled to realise that there 
are many phases of naval training that are not applicable 
In civilian situations* A change in attitude toward 
subordinates and an avoidance of a formal superior atti- 
tude has been strongly recommended* It is further ad- 
vised that officers should be willing to start at the 
bottom to prove their worth, and to start working as 
quickly as possible in a '’stepping stone job** and con- 
tinue l->oking until a desirable p^osltion Is located. 

Other advices mentioned in connection with the 
manner and methods of approach used by Job applicants 
were expressed as follows:^ 

"Don’t live in the past*" 

"Develop an optimistic attitude*" 

"Forget Kavy experience*" 

"Forget rank*" 

"Be tactful." 

"Have all of your employment information ready." 



^ Descriptive phrases taken f-om comments nade 
on the employment agency questionnaires* 
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"Be e«trl, on the job when looking for a job." 

"Don’t he fluheervient, and don't heg. " 

"Keep age factor out of conversation." 

"Be modeet." 

"Study your ployer and bis business.” 

"Know what you can do for the oirployer." 

"Recount naval experiences onl7f when and if 
eaplover seems desirous of hearing same." 

"Don't jump on an interviewer >o tells you that 
you do not possess the qualifications for a 
particular assignment.” 

"Be willing to admit thi^t someone /our junior 
might know something you don't.” 

As arwther word of advice, the majority of the 
agwicies suggest that retiring naval officers ^ould 
prepare themselves ps/cbologleally for the environmental 
change which accompanies retirement. This may be accom- 
plished by reading literature on the sub tec t, b:. psycholog- 
ical consultation or a combination of both. The latter is 
considered the most effective. Psychological preparation 
for retirement is another essential function which should 
be considered in any readjustment educational program. 

Resum^ data . The suggestions and raeoBm-endatlona 
concerning resume’ data imde by employment ^vgencles were 
very similar to those made by civilian employers. There 
were as many recommendations to keep resumc^s as brief as 
possible as there were to make them all Inclusive In 



%iuf» ^ 



• t#i 9m. m m 

itudi 44U ••«Ammoi 
•WhWMwrwt 



•• •«» •» ■»• 

^ . IS ^iJSTtTSrirrrii^ 

m »«t MtMMCM ^ ^ *9 

««a»ii •«, g«a»^ li»'»3£ii» ~in V* i*%** 




59 



dotall. In conai^^r&tlon of th-s vlawa on resume* infor- 
mation as expressed by both erployers uni *Aronc.le«, any 
Savy assistance jriven retiring officers in this connec- 
tion should be designed to furnish sufficient data to 
meet the demands of the large majority of employers and 
agencies concerned. 

Agency c haracteristic s . The orf^anizatlonal siae, 
the geographical aoopo of service, s*nd the applicant 
processing capacity of employment agencies was found to 
vary to a oonaiderablo degree. 

The agencies have indicated that an av©ra*r© num- 
ber of six employees are required to operate a one-office 
employment agency. A small percentace of tho agencies 
operate with as few as two people? such agencies dis- 
closed however that they made placements only in tba city 
in which they wer* located. At the other extrerr one 
agency offering world-wide service required one hundred 
employees to operate a system of forty-fit^e branch of- 
fices. The majority of the agencies, 69 per cent, were 
slnvle office agencies. 

Placements were confined to the city in which 
agencies were located, by 20 per cent of the agencies, 
and 28 per cent made plajementa only in thalr own state. 
Operations covering the agencies* own state and border- 
ing states were revealed by 8 cent, whereas 30 per 
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cent of the ^isrercles extend theii' operation to the entire 
United States. v.orldwlde placemrnt service was offered 
b? 14 per cent of the aprencles. 

IHie applicant processlnp^ and placement capacities 
of the various agenda e range from one hundred proces- 
fllngs per month to twenty -five thousand per month. The 
average agencies appear to process between five and six 
hundred job applicants per jaonth . A processing capacity 
of on© thousand applicants per month was reported by 83 
per cent of the agencies, and 10 per cent claimed the 
ability to process two thousand per month. Claims of 
this nature were questioned during interviews with place- 
ment agency mantegera. In reply the agency managers were 
quick to point out that the agencies are In the business 
to make a profit and prof Its are m&de only when people 
are placed in jobs, therefore to find qualified people 
for specific positions, large groups of applicants must 
be processed. It was also intimated that commercial 
employment agencies should not be compared with state 
and federal employment agencies, who in the eyes of many 
of the private agencies are considered welfare agencies. 
One operator boasted that his organisation of five em- 
ployees had processed twice as many applicants as had 
one state agency office operating with thirty employees. 
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Summa ry . Several of the orrplo:’m©nt aroncy mana- 
gers Interviewed V the writer pointed out that the repu- 
tations of many of the organizations within their own 
ranks are none too savory. The wide spread distribution 
of the agencies questioned precluded any check of their 
reputation, therefor® a list of re commend# d private em- 
ployment agencies had not been compiled* The responses 
to the questionnaires no doubt include an indeterminate 
percentage from agencies of dou' tful character, however 
any of the views expressed even b? such agencies may be 
of some Value and are deemed worthy of consideration in 
a readjustaaent educational prorram. ‘ etlring officers 
should be made cognizant of the general situation In 
private «»aploy»ent agencies* An integrity check on 
agencies in stajor cities and the formulation of a list 
of reliable agencios is worthy of consideration as 
another service which might be furnished to retiring 
officers* 

The interest in this thesis subject, shown by a 
number of the employment a ^encles and one personnel 
consultant In particular, was gratifying and reassuring 
to the writer that the pix>blem in hand was worthy of 
attention* The ooauaent of one agency manager sursmarized 
concisely the views of other agencies in this statement. 
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"I am dellf^fcod that tho Havy la alert enough 
to recognize that there Is a reaponeibillty to the 
community in connection with the efficient and 
economical utilisation of Its retired officer per- 
sonnel. Indeed, I feel rather strongl? that there 
is a job of education that needs doing "ather badly, 
not oniy fo* the Navy, but likewise all of the armod 
service a." 

The agencies have indicated that one centrally 
located organization with a maxliaum staff of elghteon 
trained people would be capable of handling a complete 
processing pA-ocedure including aptitude and proficiency 
testing, psyc^lologlcal counseling, occupational counsel- 
ing and Job placement for two thousand appilcante per 
month. 
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An attempt has been made by this study to con- 
tribute some Information o ^ the sublect of civil read- 
justment education and Job placement of r ^tiring naval 
officers. The purpose of this information is to assist 
in the formulation of policy aa to the degree of respon- 
sibility of the Kavy in this connection and the deter- 
mination of the best means for its fulfillment. 

There Is little doubt concerning the importance 
of old age as a social and economic problem.^ This study 
has revealed that any man over forty-five years old is 
considered too old for employment b, a majority of the 
nation *8 employ €b?s. The problem is not exclusively the 
Navy *8. Ewan Clague,2 Commissioner of Labor Statistics, 
United States Department of Labor, has pointed out that 
old age as a social and economic problem has been creep- 
ing slowly upon the American nation for the last half 
century, but we are still in the early stages of develop- 
ment* It will take another half century to bring the 
problem to Its full peak of intensity, but its manifes- 
tations will become painfully apparent within the next 
ten years* Beginning In the 1950* a, the problem will 



^ Clague, Ewan, "Economics of Old Age.*^ An Ad- 
dress Befo a the Institute of Problems of Old Age, Uni- 
versity of Chicago, August 11, 1949, p. 1* 
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begin to gather speed, and in the followlw two decades 
will roll on to full fl-'Od In the closing deoedes of the 
century* It is estlstated that there is somewhat less 
than ten years In which to evaluate the patterns of solu- 
tion which, as a nation, shall be adopted.® In view of 
the importance of the national problem, it is apparent 
that the Navy will be justified in undertaking a reason- 
able program for assisting retiring officers to find 
suitable civilian employment* 

Chapter III surnroya briefly the views of civilian 
employers in connection with employment potentialities 
of retiring naval officers. The policy on employment 
and promotions, indicated by two-thirds of the employers, 
is that promotions are made from within the ranks of the 
companies except when positions call fo^ experience not 
possessed by a mezrber of the staff. In such cases a 
qualified person is recruited from an outside source to 
fill the position. 

Age is a handicap to any man seeking employment. 

In general, civilian employers have disclosed that a man 
over fifty years old Is a poor ompl:^yKtent risk. The 
position of the employment age discrimination line may 
vairy with each company. The factors w^ich influence the 
setting of the employment age limit are economic and 

® Clague, loc . oit » 
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business conditions, the size of the available labor* 
market, and the personal demands of Indlvlduari oaployers* 

Employers point out certain co'^ondable attributes 
which they have noted in forraer mv&l officers Cind which 
enhance officers* possibilities of anployr>ient* Attri- 
butes such as ability to accept responsibility, prompt- 
ness, ability to take and execute orders, dependability, 
good self-disoipline , good social adaptability, and neat 
appearance wore mentioned. Recognition of these commen- 
dable cbaractoristlcs and their applicability to civilian 
positions by civilian employers, if brought to the atten- 
tion of officers on active duty, might act as additional 
motivation toward the achievement of greater perfection 
along these lines. 

There were reported cases of fonaer naval officers 
having displayed habits and behaviors which were of an 
objectionable nature. These cases may have been arpli- 
cable only in specific individual cases. Employers com- 
plained that ex-officers tend to ca'^ry their rank into 
civilian business, that they have been d<Mnandlng without 
reason, overly agciresslve, and the - have been curt in 
their manner of speech. Former officers have failed to 
follow throuf^b on orders they have given, assuming that 
once an order was ismied it would be carried out and that 
It was not their obligation to check on the execution of 
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such orders. One objective of a civil readjustment edu- 
cational program for retiring naval officers should be to 
point out such undesirable characteristics in an effort 
to reduce the posslbiiltY of recurrence of such behavior 
in retiring officers of the future. 

Approximately one-half of the civilian employers 
reported some degree of interest in retiring naval offi- 
cers as a possible source of employee material and dis- 
played interest also in recelv ng personal resuaw# data on 
retiring officers, in the event such data wore made avail- 
able. 

The information obtained concerning data require- 
ments in personal experience resumes revealed that no 
standard form could be devel ped which would fill evei^ 
need. Variations in jobs, different grades of skills, 
responsibility involved, size of the company, and in- 
fomatlon desired by individual employers make a stan- 
dard form impractical. However, any program to promul- 
gate personal resumcte on retiring naval officers to 
civilian employers should endeavor to furnish sufficient 
information to satisfy the desires of the majority of 
individual employers. 

Responsibility for readjustment education and 
preparation of civilian employees for the change that 
accompanies retlrcsnent has been officially accepted by 
only a very small percentage of the employers. Many 
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eo7.paniG8 intiatite'd that a siaaii urofficlal prorraiii did 
exist. The companies disclosed that this problem is 
currently under consideration and hinted that they ex- 
pect fully to have to accept the full reaponaiblllt ; at 
some time in the future. 

The views expressed by private employment agencies 
in relation to employment potentialities of retiring 
naval officers have been reviewed In Chapter IV. The 
employment potentialities of retiring naval officers 
have been desc Ibed as average by the majority of the 
agencies. Possibilities of wripliyment my be improved 
by officers* of ferine their services for less than normal 
pay, but agencies issue the warning that this practice 
may cause enemies amonsr fellow workers. It is therefore 
recommended that such contracts be kept confidential. 

Agencies further reveal that the main difficulty 
encountered in trying to place a retired naval officer 
is the problem of convincing civilian employerE that the 
officers possess skills which are applicable bo positions 
in private business. The agencies state that eenployers 
canr.ot visualize the carry-over of naval oxperi?>rce to 
private Industry. The csnploYaumt agencies displayed 
concern over the difficultv in associating navy Job 
titles with civilian job titles, and point out that be- 
cause of this general confusion of job titles, relation- 
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Bhip8 between jobs are often overlooked. Other placement 
difficulties with which the a^enclea had to contend were 
related primarily to personality characteristics and 
personal shortcominpis. Retired naval officers' unwill- 
ingness to accept a decrease in prosti<^e was mentioned 
most frequently by the agencies • Porjaer naval officers 
wore reported as hcvln^ bo-^n over-bearing and brusque, 
and having displayed a superior, coraeiandlng attitude. 
Agencies disclosed a concern among emplo/crs over the 
tendency of former officers to be cureless of cost, hav- 
ing never been concerned with operating for a profit. 
Retiring officers should be schooled to avoid such be- 
haviors. 

It is evident that age Is a constant threat to 
the employment possibilities of every man. Employment 
agencies indicate that, In genoral, placement of men 
over fifty, regardless of background. Is extremely dif- 
ficult. They have found that industry, for the most 
part, will not accept personnel in the fifty and over 
group. The reasons given pertain to factors involving 
pension plans, seniority problems, insurance premiums, 
inability to keep up with younger personnel and Inflex- 
ibility. It has been pointed out also that, as In most 
oases of such stereotyped discrimination, there Is no 
judgement of individual oases, but rather a blanket 
refusal. 



l^iviitf 0 tft^iaftP* %^t9iUMi\\yk 

tm^ « ^1«<^ **4«i«» 

•tXtmtB ‘ffMTTiy 

4A0tAMni *i« «• 1 0^0tM 

tfirpo m0 # 

«••#«#%# ^k%m$^ur9% 0 •"«■ 

a> . mi7Wm§ • »»|%|n#X- 

W?« M «iaiA 

-m 4^f»4 -W 0* >» 

^ «a?fj^f «-»?• irrrpa M 

JihOi #A<391 ••iPMM •• Ml%iii0 

• rvMwd 

M WW «-»-r- • .1 «V> «-• ml «( 

- ^1 y— x^* t r m^ c l i i^ 

M Ifc e«M4#4» 41 .«4«l 

0{^mmr94t0 «4 1^ •#!!•■•••• 

^1 _t"llV"^ ls4Pi»ji •#Xjmn 

vttt ^ •«• ^ — •--t ««•-*- f#vit 

«i^V4fiaiUL •• 

4f cMbU^ m^mam 

^3MSp«l •• !-••••« '•4liP*»^ ^ •• 

|»i^ •• •• 4 4«if 4^ ^ f* 

^ ^ . ipl4^^»tM% lmftmw99 mm %f 

«#sWp -• w4iP- ^1 .iMM tmmiumj. smm%0i 



• iMVfrlvi 



70 



The exaployment agencies have Indicated tKa,t the 
services of retired naval officers are sold to eraployers 
on the basis, primarily, of their personal attributes 
«toich are developed o a high degree by naval training. 
The attributes noted by the pi -.cement agencies are sim- 
ilar to those mentioned by civilian employers. 

The agencies advise retiring officers to make a 
complete job analysis of all the duties they have per- 
formed during their n'.val career, and sugr:e3t that offi- 
cers who cannot visualize what thoir potentialities are 
should take a battery of aptitude »nd proficiency teats. 
Officers have been advised also to prepare theirselves 
pay oho logically for the environmental change which accom- 
panies retirement. 

The suggestions made by eciplorment agencies in 
connection with the preparation of resumed on retiring 
officers were similar to those made by employers. The 
emphasis was placed on furnlshinr enough information to 
satisfy the personal requtroments of the majority of em- 
ployers . 

The Information disclosed by the placem nt agen- 
cies relating to their organizational size, geographical 
scope of service, and applicant proces*’ing capacity, 
indicated that one centrally located organization with a 
maximum staff of eighteen trained people could process 
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two thousand officers per laonth. Such an orRanlaation 
could administer aptitude and proficiency tests, perform 
payc''olo«loal and occupational counaolln^j;, an1 carry out 
job placecKints* 

Prom the results of this study. It appears that a 
roasonabl® proprr&m for the assistance of retiring naval 
officers is justifiable. The need for a job analysis of 
naval officer duties In relation to civilian job equiva- 
lents, to be written in the terminology of civilian indus- 
try, has been clearly demonstrated. The importance of 
such an analysis has been SKphaslsed bv rep a ted indica- 
tions of a general lack of uMerstand !ng ijnd knowledge 
of naval officer training and experience and how such 
training end experience ml<^^ apply to private business. 

If civilian employers, pl&cem )nt agencies, and retiring 
naval officers could be Informed of these job relation- 
ships, the evidence indicates th&t the employment picture 
for retiring naval officers would be Di-^terlally improved. 

Employability and omplo opportunities fluc- 

tuate with changes In the bus ire ss ^ind economic cycle and 
with the size of the labor market. Current information 
of this nature should be made available to officers ap- 
proaching retirement status . 

There Is evidence Irdlcatlng the need for retiring 
naval officers to prepare themselves mentally and 
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p«yehologlcally for retirement. Betiring officers could 
be assisted In this connection by being furnished 
printed matter pertaining to the psychological aspects, 
the physical and medical aspects, and general informa- 
tion on retirement. 

In preparing personal experience resumete on re- 
tiring naval officers, it has be^ emphasised that 
thoroughness means success. An employment agency *a 
ability to answer some seemingly unimportant question re- 
garding an individual may. moan the difference between 
success and failure In job placemmt. An Individual 
officer, seeking employment on his own, my be confronted 
by the same situation. 

The comments and suggestions contributed to this 
study by civilian employers and private ^ployment agen- 
cies leave little doubt that a naval officer who is 
approaching the age of retirement should plan for it just 
as carefully as he planned his earlier career. Any assis- 
tance given to retiring officers In the preparation of 
these plans will be added protection for the Kavy*s in- 
vestment in these men. 
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TABLE I R^TIREv KTS TJS!I mi) 0SNR ( Xy^CLmTO KU'-SiS 
COUmJGV^Q ?!r?TFM3RR 1947) C j-ETn^.^ Y^A-P 
1940 THROUGH J^OVSMBER 1949**^ 





T0T;o.s 


TOTAL 

0SH 


TOTAL 

BSHR 


ORAKD TOTAL 


8,095 


4,583 


3,512 


Total Physical Disability 6,109 


8,886 


3,2?3 


1949 (to date) 


300 


166 


134 


1948 


420 


855 


186 


1940 thru 1947 


6,389 


8,485 


2,904 


Total Voluntary 


1,183 


1,143 


45 


1949 (to date) 


147 


139 


8 


1948 


177 


173 


4 


1940 thru 1947 


834 


831 


33 


Total Statutory 


264 


864 


0 


1949 (to date) 


16 


16 


0 


1943 


15 


15 


0 


1940 thru 1947 


233 


253 


0 


Total Involuntary 


290 


290 


0 


1949 (to date) 


139 


159 


0 


1948 


0 


0 


0 


1940 thru 1947 


151 


151 


0 


Public Lav 810 
1949 (to date) 


844 


0 


244 



* Excludes honorary retired and combat citation rank 
(condensed f.^ora data compiled by the Bureau of Ilaval 
Personnel Pars* 252-OK, Kavy Departnent, Tlashlnpiton, 

D. C.) 
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TABLE II ESTI aTSD 
1 JAN AKY 


TIRED OF ’IGER 

1949 


LIST* AS 


OP 




TOTAL 


USN 


USNR 


grand total 


14,16S 


10,841 


3,311 


fhysioal Disability 


7,938 


4,701 


3,257 


Voluntary 


1,794 


1,740 


54 


Involuntary 


625 


625 


0 


Statutory Age 


242 


282 


80 


Public Law 30^ 


3,553 


3,553 


0 



■* Exoludoa retired officers on active duty: OSi< 93; 

USNR 2; and honorary retired 

# Former enlisted men advanced to highest rank held In 
World War II 

(Condensed from data compiled hy the Bureau of Saval 
Personnel, Pers-25, Kavy Department, Washington, 

D. C.) 
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TASCiS III PFF8CV?IT.,G]?r OP IN THi: KhVY, 

PROPORTIOKR ?SR 1,000 JUT lOR OPKICERS, AND 

attrition Rates 



RANK 


ADTHOHI'-^ED 
PROPORTION 
PER CENT* 


NO. PER 
RANK Pl'H 
1000 JO*S 
k ENS. 


STEP 

ATTRITION 
PE’" C^T 


CIT^ULaTIVE 
ATTRITION 
p.'P CENT 


ATTRITION 

ranks 
PER csirr 


Adni* 


.75 


19 


13.7 


93.1 


87.82 


Capt. 


6.00 


156 


15.6 


84.4 


50,00 


Cdr. 


12.00 


312 


15.5 


68.3 


33.19 


Lcdr. 


13.00 


467 


17.6 


53.3 


87.37 


Lt. 


24.75 


643 


35.7 


35.7 


35.70 


it. (jg) 

£n*> 


38.50 


1,000 


— 


— 


— 



Figures fctiken from Public Law 381, 80th Congress 
Section 503 (a). 
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TABLE IV ESTIMaTH) UUKB OP l^iV.nU OPFIC^J 

AKB R TIR V’Tts P -r Y'aH AS UWiya .i TOTku OP 
45,000* OFPIC '^S ivHD p..O’’OTIor PO -C^ 
ATTKITION m ^LL -lACH Y”AR 



RANK 


OFPICFF.S 
IN RANK, 

nukb.fr 


NORMAL 
Y"/.RS IN 
RANK, 
NUNITR 


yearly 

PJSONOTION 

ELIGIBILITY 


ATTRITION 
RATE R T*T^N 
, RANKS, 
CENT 


yearly 

DLSTKaPO- 
F.S & RF- 
TIRFV-;NT 


Ena. & 

Lt.(Jg)17,326 


6 


2,8S7 


35.70 


1,030 


Lt. 


11,137 


6 


l,85o 


27.37 


5<B 


Lcdr. 


8,100 


6 


1,133 


33.19 


393 


Cdr. 


5,400 


7 


771 


50.00 


386 


Capt • 


2,700 


6 


640 


87.88 


474 


Adm. 


338 


— 


— 


— 


66 


TOTALS 46,000 


30 






2,357 



* Estimated flpure calculated f:om data taken from Act 
of 13 April 1946: 60 Statute 92: M, U. S. C. A. 151, 
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c/o PROPFSSOR OF KAVAL SC I3C^ 
OHIO sthTf m:i 7 hsity 
COLTJKBUS 10, OHIO 



D»ar Sir: 

I am a commlasioned officer If the J. S. Havy currently 
assigned as a post graduate student In the Personnel Ad- 
ministration and Training course at Ohio State University. 

I have selected a thesis subject pertaining to civil re- 
adjustment education and civilian eR.ploymant opportunities 
for retiring naval officers, about which I am seeking In- 
formation. 

It la not desired to add to your administrative burden, 
therefore only^ datum which is readily available in pr Intel 
or mimeographed form Is requested, i^rsis such as applica- 
tion for employment. Interview forms, exit interview forma, 
medical examination fom.s. Insurance application forvs, 
and retirement plan applications are of interest. Copies 
of retirement. Insurance, and benefit plana. If available, 
wouM also be appreciated. 

The questions in the enclosed questionnaire are given as 
a guide and It Is hoped that ou will write as much or as 
little as you please about them. 

I would appreciate rour Iraaediate response to this ques- 
tionnaire. A self-addressed envelope la enclosed for 
your convenience. Please undfrstand that your name will 
not be mentioned In any way or In any connection with 
this thesis. 

Kay I expect the return of the completed questionnaire 
at your earliest convenience? 

Very truly yours. 



R. B. Brotlarei, CDR. USfJ 
c/o KROTC Unit 
Ohio State University 
Columbus 10, Ohio 
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PLEASE RETURr TO COR, R. B, BRSTLAKD, OSK 
c/o NRO'TC UHIT O.S.U, COLUMBOS 10, OHIO 

TH-.SIS yJSSTION^iilKS 

1, In hiring executives or supervisory employees what 
ag© group la considered nioat desirable? (fill in or 
circl© one) 80 to 25, 25 to 30, 30 to 35, r35 to 40, 

40 to 45, 45 to 60, to 

2, Above what age group is It considered undesirable to 
oi^ploy executives or supervisorv personnel? (circle 
one) 30 to 35, 35 to 40, 40 to 46, 45 to 50, 50 to 55. 

3, Which policy for filling executives positions in the 
organization is followed? (mark one) 

a. Hever hire executives from outside source, 
always fill positions br pror^tion up from 
within the ranks of the or'-’’ani 2 atlon. 

b. Ail executive positions are filled by bring- 
ing in the best qualified personnel from 
sources outside the organization, 

e. Promote executives from within the ranks and 
hire executives from outnlde sources in approx- 
imately equal percentage, 

d, Proirote executives from within the ranks only 
occasionally . 

e. Hire executives from outside sources only 
occasionally, 

4, Have any former naval officers been in your employ In 
the past 20 years, if so circle the status and fill In 
the number employed, 

a. Involuntarily retired on 30 years service. 

b. Involuntarily retired on S5 years service, 

c. Involuntarily retired on 20 years service. 

d* Voluntarily retired, 

e. Former reserve officers. 

f. No record of any former naval officers having 
been employed. 

5, If former naval officers have been employed, did they 
possess any particular distlnguishin*^ attributes? 

(list as many as noted or state none) 

6, If former naval officers have been employed, did they 
possess any objectionable habits or Navy '’hold-over" 
behaviors that readjustment education might correct or 
modify? (list as many as possible or state none) 

(il) 
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?• Eav® retiring naval officers ever been considered aa 
a possible source of employees? (circle one) 

a. Strongly coraidered, 

b. Prequortiy conaidp'red, 

c. Infrequently considered. 

d. Seldom considered* 

c* Never considered. 

0, If a list of all Ox fleers retir ng each year with a 
brief experience susamary we«e aaxde available, would 
you be interested in receiving « copy? (circle one) 

a. Most interostod* 

b. Very intarested. 

c. Moderately Inter© cteJ. 

d. Passing Interest* 

e. Not interested* 

9* Some naval officers are honorably released fro= ser- 
vice at a younger age, having nob boon selected for 
prosiotion within the required tlxre in rank; In this 
case when applying for emplo ment, what specific in- 
formation would be required? (circle one) 

a* A complete resuaie'of the of*'lcer»s record 
with a statenicnt from the Navy as to why he 
was not promoted* 

b. Complete resume' of duties perfonnad only* 

c. Honorable service document only* 

d* Not interested in reasons for failure in pro- 
motion, prefer to make own predictions as to 
potentialities* 

e. Would not consider hiring pe’^sonnel having 
failed proi?:(Otion in the service, 

10. What informational points are oonsldered the irost im- 
portant for an applicant to cover in a job resume? 
(list in order of Importance) 

11, What positions are considered to be of such a nature 
that retired naval officers would qualify? (list aa 
many as possible) 

QUESTIONS DEALBiO WITH INbUSTfa/d. OR COMW^RCI/d. 

HFTi;^KN SNT PO^ICy 

12* At what age is industrial retirement recomended? 
(circle one) 55, 60, 65, 70, 
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• Pertaining to Industri**! ratlreraent policy, should 
retireiaont be; (circle on©) 

&• Mandatory at a fixed 

b. Optional with the ©a:ploye«» as long as he 
maintains required production standards. 

0. Flexibility in the retirement age require- 
ments to facilitate advarcenents. 
d. Fo age limitation. 

14. At what age is it considered retirement should be 
mandatory? (el cle one) 55, 60, 65, 70, 

16. If retirement Is baaed on years of service with an 
organisation, what limits are reconmended? 

Minimum years service (circle one) 15, 90, 25, 

30, 35, 40 

Maximum years service (circle one) 20, 95, 50, 

35, 40, 45 

16. Is the responslbilit for ©duoatlon and prepeirfetion 
of personnel for adjustmt-nt to the change that ac- 
companies retirement conel'ered: (circle one) 

a. Entirel: the re spo ns ibilitr of the corpany. 

b. Company should accept the : alorlty of the 
responsibility, 

c. Approximtei, " a 50-50 rospon slbi lity . 

d. Responsibility offloiali: not assumed, but 
small voluntary program exists. 

e. Entirely the employee*s responsibility 
(except for the retirement pension). 

17. Would interest in retiring naval officers as pros- 
pective «nployees be affected by their willingness 
to accept lower pay? (circle one) 

a. Would bo very much more interested. 

b. would be more interested. 

c. Would be moderately mor=^ inheres tod, 

d. Would bo slightly rore interested, 

e. Would b© of no adlitional interest. 
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TABLE V LIST OP wll'l' L TO M^ICH CIVILIWI K 'iLOY 

wtr -aTionsAi '■ rs::< s ft 



AKEA & CITY y/iV-O* POP. SI7F CIVILIAN 

ICT 1940 RAI-IK 'UPuOT’^^B 

CRF SUS* U . r- . R»^GF IV PfQ 

CITIES’" WVB.'’r pr-!l CITY 



ATLANTIC & gulp 
COA r.T** 



Boston, Mass. 


1 


770,816 


9 


15 


New York, K.Y. 


3 


7,454,995 


1 


35 


Philadeljtoia, Pa. 


4 


1,931,5 H 


3 


25 


Baltimore, Md. 


5 


859,100 


7 


6 


Jackfionvixle , Fla< 


. 6 


173,065 


47 


9 


Mias:!, Fla. 


6 


172,172 


48 


10 


New Orleans, La. 


8 


494,537 


16 


9 


IKLaND CITIl^S 


Pittsburgh, Pa. 


4 


671,569 


10 


19 


Cleveland, Ohio 


9 


873,336 


6 


81 


Detroit, Uloh. 


9 


1,633,452 


4 


23 


Chicago, 111. 


9 


3,396,308 


2 


31 


St. Louis, Mo. 


9 


816,048 


8 


S 


Denver, Colo. 


9 


32 : ,412 


24 


7 


Louisville, Ny. 


9 


319,077 


25 


4 


Atlanta, Ga. 


6 


502,203 


23 


5 


Dallas, Texus 


8 


294,734 


51 


5 


PACIFIC CO. 1 ST 


Los Angeles, Cal. 


11 


1,504,277 


5 


21 


San Francisco .Cal 


.12 


634,536 


12 


13 


Oakland, Cul.# 


12 


302,163 


29 


10 


Portland, Ore. 


13 


305,394 


27 


6 


Seattle, Wash. 


13 


568,302 


22 


9 


TOTALS 


23,595,415 




299 



* Figures taken from Fand McNally Atlas of the United 
States 1946. 

^ San Francisco and Oakland counted as one city. 
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c/o PH0PSS80R OP KAVni. SCI£»TCF> 
OHIO STATE IHJIVI \SITY 
CO 1 .UMBUS 10, OHIO 



Dear Sir: 

I am a coKaalsBion©! officer In the U, S. Nav? currently 
assigned as a poet graduate student In the Personnel Ad- 
ministration and Training course at Ohio State University. 
I have selected a thesis subjt^ot pertaining to civil re- 
adjustment education and civilian erployraent opportuni- 
ties for retiring naval officers, about which I aff seeking 
information. 

There are three categories of retiring naval officers 
being considered, namely: 

1. Officers retiring with 30 years service at 
an average age of approx irately 65 years, 

2. Officers retiring voluntarily with 20 years 
service at an average age of approximately 
45 years. 

3. Officers selected out with less than 18 years 
service at ages ranging approximately from 
28 to 40. 

I am interested in determining what can he done to assist 
retiring naval officers so that they can host help them- 
selves readjust to clviilar; life. I am also interested 
in what job resume data on training, capabilities, and 
experience would be most useful when seeking employment 
through civilian employment agencies. 

I would greatly appreciate any material such as applica- 
tion fonas, life abstract forms, job resume fo ms, coun- 
selor-applicant contract interview fof’ms and any other 
related data. 

It is not desired to add to '•our admin . strativ© burden, 
therefore only latum which is readily available in 
printed or mimeograph form is requested; however, any 
additional advice or comment you might wish to irake is 
solicited. 

The questions in the enclosed questionnaire are given as 
a guide and it is hoped that you will write as much or 
as little as you please about them. 
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I would appir'?ci&t« /oup L-r>©f;Uate reaponao to thla qufts- 
tlonnalro. A aelf-addrassad envelope Is end a©d for 
your convenionco* Please uni^^ratand that 70 ur name will 
not be mentioned in any way or in any connection with 
this theais* 

Kay I expect th© return of the completed questionnaire 
at your earliest oonvenience? 

Very truly -ours. 



R, B. Bretland, Cdr, USN 
c/o HHOTC Unit 
Ohio State University 
Columbus 10, Ohio 
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X. Approximately how mny retired or former naval offi- 
cers have been placed In es-ployment by your company 
in the last 15 ye*irs? (circle one) 0, 5, 10, 20, 25, 
50, 

2* What are the prlmry difficulties encountered in 
plaoini^ retired naval officers? (list as many as 
possible) 

3* Considering the avera,ye retirinjr n«.val officer, how 
would he be looked upon as a cllert for- ei’ployment? 
(circle one) 

a. A very desirable client with excellent em- 
ployment potentialities* 

b. A better than averaf'e client with above 
average employment potentialities* 

c* An avera -e client with average employment 
potentialities* 

d* An acceptable client with bel'W average 
employment potentialities* 
e* Would prefer not to have ther. as clients* 

4* What naval specialties present the least problem In 
Job placement? (number In orcier of favorablllty ) 

Qunnery Communications 

Havigatlon E ngineering 

E lectronics Personnel Administration 

5* In what Jobs do vou consider general line of i leers to 
be most apt to find employment? (list as many as pos- 
sible) 

6* Above what age would vou consider it impractical for 
retiring naval officers to atterpt to find employ- 
raent? (circle one) 40, 45, 50, 60, 

7* How do you view the opportur Itlss for employment of 
the following age groups? (in each ag© group, circle 
one) 

30 to 35 j Excellent Good Fair Poor Bad 

35 to 40 j Excellent Good Fair Poor Bad 

40 to 45j Excellent Good Pair Poor Bad 

45 to 50 J Excellent Good Fair Poor Bad 

50 to 56 1 Excellent Good Falx' Poor Bad 
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9# Some eaiployers have hai pjirticul.*r objacblone to 
retired naval personnel as eaplo/ees. Humber the 
followln?J: list in the order of rost frcqueitly 
noted objections, c ossing out those that have 
not been noted, and addinj? any not included. 
Overbearing Brug!rness 

L ack of Initiative S uperior i^ttltude 

^Commanding Attitude U nwillingness to Ac- 
cept Prestige Dec ease 

9. To what degree, if any, do er plo/ers have objections 
to hiring retired naval officers? (mark one) 

a. Strongly Against 

b. Prefer Kot Employing 

c. Ko Particular Objection 

10. What attrlbut’iB do you consider retired naval offi- 
cers possess that might make them desirable employees? 
(list as many as possible) 

✓ 

11. In a career resume, what facts or points do you con- 
sider most Important in interviewing for employisont? 
(list In order of importance) 

12. What are the important factors of pri^sent action of 
resume data to the employert (list in order of im- 
portance) 

13. If retired naval officers, drawing a p^ension, ap- 
proached the «3ployment probLem with a willingness 
to work fo a lower amount than normally paid, 
would this Improve their employment possibilities? 
(circle one) 

a. Greatly Improve 

b. Very Favorable Improvement 

c. Slight Improvement 

d. Ho Improvem^t 

e. Would Heduce Possibilities 

14. Do you have any particular advice for retiring 
naval officers seeking employment as to conduct, 
attitude, approach, etc.? (comrent) 

15. What Is the geographic scope of your service? 

(circle one or fill in blank) 

a. City of business address only 

b. State of business address only 

c. The entire United States 

d. Worldwide 

e. 
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16* Approximate! how many offices arc neceasary to 
maintain, the service Indicated In question #15? 



17. Approximately how many applicants Cain your present 
organization process per month? 

IS* Approximately how c:any eirployoes would he considered 
necessary to efficiently operate an employment ser- 
vice office in a city of a million population? 



19. Any additional comniont that you consider pertinent 
and care to add will be appreciated* 



4»«iaiB • 1ft tJli • ml »»itlft »«J^ 

T" ^ ’ 

Mwir»«l mJaiw tmlr smtmm Lai^4t9iiim vift 
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TABbE VI LIST OP CITIES TO ffWICII YJf ’NT .*I'PCY 

(i0SSTlONKAr?*^“S wrRS SENT 



AREA as CITY NAViU. i^P. SI S EMPLOYMENT 

DISTRICT 1940 ^ RANK AOE?rcirjS 

js^ :j ,s , h - 0 A IV n*o 

CITIKS-^ NWBER PER CITY 



ATLANTIC & O0I.P 
— 



Boston, Mass. 


1 


770,816 


9 


13 


Now York, F.Y. 


3 


7,454,995 


1 


19 


Philadelphia, Fa. 


4 


1,931,5**4 


3 


18 


Baltimore, Kd. 


5 


B59,l 0 


7 


11 


Jacksonville, Pla. 


6 


173,065 


47 


5 


Miami, Pla. 


6 


172,172 


48 


10 


Mew Orleans, La. 


8 


494,537 


16 


9 


LNLAND CITIES 










Pittsburgh, Pa. 


4 


671,669 


10 


10 


Cleveland, Ohio 


9 


8^3,336 


6 


15 


Detroit, Mich. 


9 


1,623,452 


4 


13 


Chicago, 111. 


9 


3,396,808 


2 


30 


St. Louis, Mo. 


9 


816,048 


3 


15 


Denver, Colo. 


9 


321,412 


24 


10 


Louisville, Ky. 


9 


319,077 


25 


4 


Atlanta, Ga. 


6 


302,238 


23 


8 


Dallas, Texas 


8 


294,734 


31 


13 


Pacific coast 










Los Angeles, Cal* 


11 


1,504,277 


5 


85 


San Franc! SCO .Cal. 


12 


634,536 


18 


14 


Oakland, Cal.^ 


13 


302,163 


29 


12 


Portland, Ore. 


13 


305,594 


27 


9 


S(.attle, Wash. 


13 


369,302 


22 


15 


TOTALS 




23,595,415 




278 



* PlRurea taken from Rand McKally Atlas of tho United 
States 194S 

^ San Francisco and Oakland counted as one city* 
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Table vii Vkozn op 104 civl i.k - » ,oy ’• 

ON .iOL'. GTO'JPS o OK SIP- 'iO rOrT D.SI ' ITPKI^ 
HIKirO aXECtITiVES on 3"JP -VISOIY ft.»LOYK*S 



AOE GROUP CIVI -IJ’ nribCTf'RS 

M-^Tioriyn, ry- c -! T 



20 


to 


25 


2 


25 


to 


50 


10 


50 


to 


36 


23 


35 


to 


40 


24 


40 


to 


46 


14 


45 


to 


50 


3 



Age Not Coneldcred a Factor 16 

No Rosponso 4 



TABLE VIII PEHCF^^T^G^S OP 104 CIVIUlAK rJILOY-RP INDI- 
CiiTIKO aJK group /aBOVK y?ilCL HIR3K0 OF 
EX’^ICUTIV ;s Ou SUf '-(VIGOn.Y rmOY' -S IS CON- 
SIDEHPD TmDESr.t.iHL i 



AGE GROUP 


CIVILIaI? " PLO/KIS 
MM5TI0NING, PFS CENT 


35 to 40 


1 


40 to 45 


4 


45 to 50 


25 


50 to 56 


56 


Age Not Conaldored a Factor 


22 


No Response 


14 
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TABLE DC PEHC^’TAr-S OP 77 CIVIuIiH 3#PLOV AS^IOHDIO 
DSGHS ’S OF rr?‘.‘' .-^T V' -TI .irG ^ \V '.w OPFICKHS 
AS A P0S,-IBj^. •^.iLOYE SOU CAi 



DEORE" OP CONSlD^K.\TION 


CIV I. JAN F>PL0Y KS 
Ffw* G 'NT 


Frequently Consl derod 


14 


Infrequently Considered 


19 


Seldom Cons Id red 


31 


Never Considered 


32 


No Response 


4 



TABLE X P'fPC&JTAGSS OF 77 GIVI .I-iK '^ rLOY'lt: aS-IOHING 
D330KE-S OF IKT’K^^iT F* H:*lCFlVl?;a -VE.I T-CE 
REfSJMES OF 'mTlhlHO KhVaj^ OFflCERS 



DEORK5 OP INTER YvJ 


CIVILIAN '• PLOYERS 
MSNTIOIIIKG, PER CP:NT 


Vary Interested 


8 


Moderately Interested 


19 


Passing Interest 


28 


Not Intoreated 


40 


No Response 


6 



( 11 ) 
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TABLE XI F' aC>2 JF 80 CIVI .IA!: .LT£ aS:>I0U INO 

D-:X5IvE £ OP INTSft .^T SHOXF’IC FAV*.^ KtCO«P 

ix?onv.i?ior i’ p’.*i'r**.E :smrs 



IKP0R5»ATI':!F S^’^I^IFIFD CIVI .lAF F*' 


■PLOYSRr 
PFE c:^^T 


A Complete Resume^ of the Officer »« 

Record with & Stutement frotr. the 

Navy a a to ^fhJ- Ee Was Sot Pronoted . • . • • 


52 


Complete Resume' of Duties Perfomed 
Only 


19 


Honorable Service Document Only 


13 


Hot Interested in Reasons for Failure 
of Promotion, Prefer l-akin^ Own Pro- 
dictions as to Potentialities. ....... 


81 


Would not Consld-r Flrln??; Personnel 
Havlnf? Failed Prorotion in Service . • . • « 


3 


Ho Heaponae. ........... 


18 



(ill) 
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TABLE XII EMPLOYVtjCT \PILICATI0N irwr^rATIon U 

B:" civi i^r F>*PijOYn^.s 



PERSONAL IKFOR- ATION 



Name « Plret, Kiddles, Last - Malden (if rmrried fon-ale) 

Phone KitTib^.r - Own or Neic^hbors, Soc* Sec, Number 

Adlresp - Present and Last Two, Street Wo., Clt;/, 

State, How i^ong at Each 

Notify In Case of .icoldent - Nane, Address, Phone, 
Relationship 

Own Hor:« - Paying on Hoase , ;ent, Board, Live with 
Parents, Live with Relatives 

Birthplace - City, State and Country - Natural Bom, 
Naturalised or Allen 

National Descent, Birth Date (can proof be f^irnished ) , 
Church Affiliation 

Age, Sex, Color, Afeight, Helrht, Color of Eyes, Color 
Ralr 

Dependents - Total Children and Age of Each, Total 
Othjor Legal Dependents 

Married, Single, Divorced, Widowed, Separated - Wife 
or Husband Employed - By Whom 

Savings Account - What Bank, Life Insurance - How Much 

Military Service, Dates and Branch of Service, Date 
of Discharge, Typo, Present Member of Reserves, 
State Guard or Other Active Military Organization 

Arrests - Jail, Prison or Military Court Sentences, 
Dates and Places 

Bobbies, Sports, and Readin^^ Interests, Memberships 
in Clubs, Lodges or Orgarilzatlons 



health 

Physical Defects and Present Health Condition - (Good, 
Average, Poor) 

Days Lost In Last Year Due to Illness, Physician *s 
Name, Nature of Illness 

Had Tuberculosis, Had Rheumatism, Ruptured, Epileptic, 
Heart Conditions 

Ever Been Refused Life Insurance - Why 
Require Glasses, All the Time, Wor? Only, Read Only 
Receiving Pension or Compensation for any Disability 
(military or work) 



(iv) 



M 






fU 



i««< 



Ml III ^mm - tftai |Wl^9 

.«mm i^w *»*5!SiSiiiJi**'* 
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•«mJ4UM9 

p«m«pii MiiiC um»%rn f^m 
«#J4T .<• 
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EDUCATIOH 

Schoole Attended - Grade, Coliece ard Others 

Kama and Location, Your Finished, <&jor Subjects, 
Graduated 

Correspondence and Special Couroer, Trade, Business 
or Hi^t School Coapleterl 

Apprenticeship - Company, Cr.aft Learned, Total Years, 
Sachinas - Speed or Skill 

WORK SXPEHmCS 

Position Applied For, Second Choice, Least Salary 
Acceptable 

Objection to Eight Work, Day Work, How Soon Available 

If Now EaplD^'ed - Reason fo Charra, V.ay xo Contact 
Present Snployer 

Past Employaent with This Company, ‘ihen , ’^ho '" , What 
Capacity, Reason for ueaving 

Last Pour Excployers « Names, iA>catlors, hates Started 
and T)tttes vUlt, irosltlons Held, Sal-^r" Received, 
Reasons for Leaving each position 

Si*.:© for additional Work or Skill Information 

H£f::-*rkcks 



Friends or Relatives Working for this Co pi^ny (two) 
References - Not Relatives, Not Fast Et-ployers (three) 
Names, Addresses, Occupation, Phone Number of t'aoh. 
Person or Service Who sent You to this Co» pany 

STATEiyg^IT FOR ACGKPTIPrG E yPLQYMKNT 

Agree to Jh-^sical Examination, Company Rul-ss, Group 
Insurance, etc. 

False statament or omission cause for discharge 
(affirm statements are co’^rect) 

Applicant Signature (in full), Date 



(vl) 
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TABLZ XIII P>1?C]W M'uS OF 77 CIVTLLiK 'VPi^Yr.S R jCOM- 
MEKOIMQ Tit ; #OST FfFTIHBTF?:? \QE 



AQS RSCOI.!reKOSD 


CIVLLi"*' ►'■il.OY^S 
MFFTIOKP^a, P"R Clil^T 


60 


7 


65 


75 


70 


4 


No Linlt 


14 



TkBuE XIV ?SRCF.NT‘ia2K OF 77 CIVLI-.^ 
OK KJTIKlKFKT j?0^ICY 



Rl^n.vrJ^lEKT POt.IGY DmiCATED 


CIVI..IAK ^'rijOYERS 

j: htiokino, prr cot 


Mandatory at a Fixed Age • • . , 




Optional with t3ie Sr.ployee as 
liOng as he Mair tains Production 
Standards 




Flexibility in Ketlreinent Age 
Requirements to Facilitate 
Advancements 




No Age Limitations. 




No Response 





(Yl) 
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TABLE XV Pfe.HC-1T»a .g OF 77 CIVIi.LiK BVFlOYS’RS AS^IG^BO 
A MAl^DiTOi’.Y J.KTII.:A^EKT aOE 



MA1-T3AT0KY RETIRS*1MT AGS 


CIVI1.IAK ^a.ofif7?g 
)<rifTionr’a, foi c«rT 


60 


5 


65 


43 


70 


26 


Ho Limit 


23 



TABLE XVI PSHCKKTaOEC OF 101 CIVI-Ih?: KKPuOYLiJS IKni- 
CATING ITY IV CON^rPXTIO” 

:ST R. .'.DJUPTi"V^T lirMJCATI K OP 

CIVIi^lAf' i&'VhOrK s 



EEADJUST^TEHT EnnCATION CIVI.-IA^ 

RRSP0HSI3ILITY MR^TTIOU IVQ , p-'R CE??T 


Entirely the Pesporalbillty of the 

Company 


3 


Company Should accept the Majority 

of the nesponaiblllty 


3 


Approximate!/ 60-50 BeaponsiblLlty, 


12 


Responsihillty not Officially Aaaumed, 

but Small Voluntary Program Exists. . • . . . 


20 


Entirely Employees* Responsiblxlty 

(except for retirement pension) • 


50 


Company Indicated No Ketlrement Program . . . 


5 


Ho Response 


7 



(▼li) 
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TABXi^ XVII PFRCETTMl^S OP 78 CIVI..lAr E:’iLOf‘:i<r IPni- 
CATIPO BI'^-'ST P; R£TI»tPa VAV-ii. OF PJKRS 
AS P4PXiOY iS BiSKD O’ WLu..I''OV*B^ TO AC Si^ 
DWF.' F-.Y 



D"t>RFF OF INTEREST 


MBNTIONPia, C®?T 


Very Much More Interested . . • 




More Interested 




Moderate!/ «ore Interested. . . 




Slightly More Interested. . . . 




No AddltloniJi Interest. .... 




No Response 





(vlli) 




4 I •••*••• • Wi— I n4f 



f I I • • • t • ^_^^mnmn4Bi rtOf -4^^^ 
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TA3L5 XVIII P‘.RCE? T OP 69 PKlVaT^'. r POOYMPRT 

AOS^:Crr.S» PL iCSr .kps of PORtS^l k *val. ofpicsrs 



KUKBSR OF PLaCSMEKTS 


AS® Cl -5 VAKHTS 
t'l.ACSFKKTS, PFR C27?T 


Ko Re»pons© 


15 


0 


36 


1 


3 


2 


1 


S 


5 


4 


0 


5 


22 


10 


10 


16 


1 


20 


3 


26 


3 


60 


5 
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TABi^B XDC P^:^C EJ: T.;Gir OP 69 ^‘PLOYIT.!!? AO^^Cr:S» 

VIEWS 'IOVARD RETIHL’O KaVaL officers as CLI^^'TS 
AKE n^i'L'^YiirRT POTKVTIALITIES 



CLIE?^T potent PLaCEI^E?’T AG -ire IBS 

COKSIDERATIQK lin'TIONI!>a, PKP CTTT 



A Very Desirable Client with Excellent 



Employment Potentialities 6 

A Better than Averap;e Client with 
Above «.v 0 ra 2 ;o Employiaent Potentia- 
lities 20 

An Avera-'Q Client with Average 

Employment Potentialities *23 

An Acceptable Client with Below 

Average Employment Potentialities 46 

Would Prefer Kot to Have them as 

Clients* ••••*. 1 

Ko Response * 4 



( 11 ) 



mi 

«ftllr«0 Iravjww CM Mif 

iirMH m amt 








trtur«o^ 



.••«••.. smwmdrnm 



wmrn 4lU f^iUC I 



«».,•« Ci 



103 



TABLK XX F^I'RCFKTaD *3 OP 69 J3t t jQYm'FT \G4)?CY -^XTIlfaS 
IN T«B 0^^" ** OP PWO’.iBI ITf OF SU NAV/iL 
OPFICSR PXpVAltKCS Flih .-f I ,uATPn TO EASV, 
OF JOB PLAOBV^ISTT 



Particular 

NAVAL 

TRAIHINO 


PAVO/.ABIj-.I'nr R.'TING AB i u.T''.> D OP 

FiiAC rr-KT — m.iiDYH. .lG'TCI S r<f3?TI0HING, 

PER CENT 

isfc* 2nd. 3rd. 4th. 5th. 6th, 


Gunnery 


0 


0 


0 


3 


13 


84 


Navigation 


0 


0 


2 


17 


77 


6 


Electronics 


32 


32 


43 


11 


0 


0 


Coxnatunications 0 


10 


36 


46 


6 


0 


Engineering 


63 


29 


6 


0 


0 


0 


Personnel Ad- 












ministration 


16 


89 


14 


83 


4 


10 



Table XXI mCE^ITAOSS of 69 gJf.PLOYySMT A0S1«CI*:S 





IRDICATIRG 

EMPLOYMENT 


aK AG ABOVE ICH S3 KING 

IS CONSIDERED IMPRACTICAL 


AGE INDICATED 


MsrnoNiNa, pi?k g?^-t 


40 




10 


45 




22 


50 




30 


55 




29 


60 




9 
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tahlt: x^ii 


Fg- 


*'rr, -P •.! 


F 69 O 


t L.'^yy 


: ■■ 






AP 


ro :r ri, .■fv •.*■];• 




ITI IV 


> ■ ulTioN 




TO 


PF*^ AG?: O'* 


Tpv ,• 


1 1 JO ' >’T 






EMn/OYM’NT 




-wGf. a7trFFB 


OF APF 


M* ' ^ FT w f i . vw w 


'T* : 


IX)S?IBU.ITY 




-■'^TIOFING 


, p'-F r 


*T>T 






COFSIDKRiiTJiDK 


50-.’^5 


:^5-40 


4'-45 


45-50 


50-55 


Excellent 




45 


20 


5 


0 


0 


Good 




47 


52 


27 


5 


0 


Pair 




9 


27 


43 


59 


IS 


Poor 




0 


1 


18 


40 


59 


Bad 




0 


0 


2 


16 


43 



TABL^ XXIII \cr»'T/i0i5! OF 09 1' F-i; '/TP -A*? ,3^ :i.sS* 
BaTIHOS in TH- 0:rrjR W-T F.\*^ -IIVTLY 
NOT'.O OF 08 JFx;TI0KS jX) '.s,TIHHn) ti.iVAlj 
OPPICSRS 



OBJECTION 0(<n'/« OF OBJICTIONS, E^FU)YVEHT A3J?t^CI!:S 

fc,FJ.TI0M?;0, C»1iT 





1st. 


2nd . 


3rd. 


4 th. 


5th. 


6th. 


Overbearing 


12 


17 


20 


17 


9 


5 


Lack of Initiative 


16 


0 


12 


10 


15 


45 


Coannandlng attitude 


16 


23 


15 


10 


9 


21 


Sruskness 


7 


7 


51 


36 


, 25 


5 


Superior Attitude 


15 


25 


17 


17 


19 


5 


Unwillingness to 


34 


23 


6 


10 


27 


21 



Accept Prestige 
Deer ease 



(iv) 
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TABLE XXIV PERC-"’T?TaG-S OF 69 KSfPLOYMEKT A0CT7CISS* VIEWS 
P. nT.%B>B’9 TO ; UU.OYl.K'^ » 0^'XTI^PS TO BIFTFO 
KrTL-O ?'AV^.i OFf’ICims 



D'ORE: op ORjrXTION 




EMPLOYHENT ,.0^’CI: £ 
MltiTinni^O, pr? CETT 


Strongly Against 




0 


Prefer Not '^nployiag 




35 


Ho Particular Objection 




60 


Ho Response 




5 



TABLE XXV P»!RCrKTAG::S OF 69 ETi’LOYKOJT AGSEGIES^ OPINIONS 
ON TH?. IVF-^OVRJ^TsT OF EMPLOW'KT POS*'IBILITIES 
FO:i .'ivTIUING naval OFPlCBi^S %fIO OP’prE TO WORK 
POK LOWER PAY 



D'jOREF op r PROVFMe^T 


B»'. PL >YI*5,‘KT .iGEjrC lES 
/•'NTIOHB'G, ?ZH CENT 


Greatly Improve 


16 


Very Favorably Improve 


27 


Slight Improvement 


27 


Ho Improvement 


92 


Would Reduce Employment 
Possibilities 


8 



(v) 
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TABLS XXVI J03 TY?' ^ 3' CIVILIAN FVpL'Tr *VD 

St'FWTi''*^r If' ■ 'TF^VQ N'VAli 

OFFICSKE ^IGFT BE APT TO PII^D E«PL,OTKP!fT 



JOB TYPE ny A3SfJCI-'S L’lVI ,I .r 

KTFTioMPfa, rrrcY wp-tiot^d’O, p^-f 



Clerlcul Adiiiin- 

Istratlon 86 18 

Plant Supervision 20 5 

Selling on a Coai- 

jai salon 19 6 

Engineering 16 25 

Personnel admin- 

istrution 14 14 

Salas Engineering 13 1 

Own Business 8 0 

Personnel Kepresen- 

tative 8 0 

Production Control 7 7 

Bank Security Officer 6 0 

Electronics 5 3 

Public Relations 4 4 

Teaching 4 2 

Confidential Bank 

Messenger 3 0 

State or City Civil 

Service 2 0 

Inspector 2 2 

Inveatinonts 2 0 

Naval Architect 2 3 

Purchasing Agent 2 3 

Communications 

Supervisor 1 0 

Hotel Manager 1 0 

Marine Equipment 

Sales 1 0 

Navigator 1 4 

Statistician 1 0 

Dock Superintendent 0 8 

Harbor Pilot 0 3 

Maintenance Super- 
intendent 0 2 

Safety Plrector 0 2 

Transportation 

Superintendent 0 2 

Advertising 0 1 

(vl) 
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TAT3LF X>VII OP 69 EMPLOYI^ NT AO”vci 

sioNif^ma a a oa AH!i' roop op th IR 

• V Io 



OFOGRaPHIC scop-. INniC^.TPO 


SMPi.OYP-'^IT AO-TCCIFS 
M NTIOKrrO, PCR CENT 


City of Business Address Only 


20 


State of Business Address Only 


28 


State of Business Address and 
Bordr-ring States 


8 


The Entire United States 


30 



Worldwide 14 



TABLE IQVlll ‘ OF 

OP’^’r^ATIKl ON" 0 


69 K&;PLOYM NT \Oi®CI.S 

■’ aG’tcy offices 


NUM^R OF OFF 10 ‘ft Or RATED 


^ ifijQYU ' T T aGI NC I TO 
METTIOHIKa, PK^ CENT 


1 


69 


2 


4 


3 


6 


4 


8 


5 


1 


10 


1 


20 


1 


45 


3 


No Response 


7 
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TABLE )QtIX Pl'KCSHTAaSS OF 69 EViLOYlfiNT aGICNCI^S 

U5T)ICATI>ia C.iPACITY FOR PROCrsSIKO 

JOB APr:..IG ilv'TS 



capacity for PH0CKS'=^IK0 
NUMBER PER MONTH 


m PiiOYv T iOEi.-c I ?s 

MENTION IN3, PER CENT 


100 


3 


800 


3 


300 


10 


400 


9 


500 


19 


1000 


86 


1500 


1 


2000 


10 


26,000* 


1 


No Response 


S 



* Agency offering worl<i wide service with one hundred 
employees and fortr-flve branch offices. 
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Table XXX PERCaKlAGi-5 OP 59 -.G‘:rci s* 

tSTIk'.T-.:;; PfMBSK OP F KrCFS^ARY 

TO opkSaT/ onr »^Fi/)Y:/KNT ofpic: 



HimiBER 


OP E:r;i'L.oY^’'.s 


FM^LOYV'Jf? AOF^^CIt:S 

ik'’Icatb'G, C'Jht 




2 


1 




3 


3 




4 


3 




5 


21 




6 


13 




7 


3 




8 


1 




9 


1 




10 


13 




11 


1 




15 


5 




18 


6 


So 


Response* 


23 



* Majority of this p;roup of agencies signified this 
information as too confidential to disclose. 
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AS EXAMPLE OF AS EMFLOYM'^TT aO’TJCY AFPLICaTIOS FORM 

Pile 

Date 



TRE 

Lipy* ABSTRACT 
OP 



Name { 

Street Addreas: 

City and State: 

Telephone: Zone: 



All information >’lven her- in will b© held 
in the 8 trie to at confidence. Your name 
will he withhold from the prospectlvo 
employer until the final ne^otiationj 
unless specified otherwise you. 



BLANK and COFFAFY 
2000 West Main 
Melrose 1234 
Cleveland, Ohio 



( 1 ) 
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Pile 



BLAPK ANfi CO-'I AKY 
8000 West Main 



PEFSONAii 

Birthplace: 

Date of Birth: (month, day &. year) 

Ancestry of Father: 

Birthplace of Father: 

Note: (The terra "American” Is ambiguous -please show 

act 12 a 1 lineafsie) 

Height: WeifJht: Marital Status: Dependents 

Physical condition or defects: 

Own your own home? 

Automobile: Make: kodel: Year: 

Foreign Languages: Indicate proficiency by placing the 

proper symbol in columns - (':’- 
Tjccellent, P-P&ir, P-Poor) 

Language Speak :*ead ;/rlto 

Bobbies: 

Affiliations: (Lodges, Clubs, Associations) 

Religion: 

How much life insurance do you carry? 

Name each institution with whom you have banking con 
nections : 



(ii) 
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File 



Bi^ANK AND COVl-iNY 
2000 West Kaln 

What position do you desire? 

What positions aro you qualified to fill? 

Compensation desired? Minimum accepted? 

When will ,ou be available? 

Geographical location preferred? 

education 

Name of High School attended? 

Years attended: 

Name of College (a) or Unlverslt’' and years attended; 
Degrees : 

Ma^or and Minor subjects; 

Special Training; 

Remarks : 

Please list names and addresses o- five (5) personal 
rofaronces who ha/e known you at I’-ast thr^e (3) ytmrs* 
(Please do not list former emplo’^crs); 

Please list names an J addresses of (6) five business 
references other than former explorers: 



(iii) 



#j0i 0#ft ose% 
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i PPM t%J>M f#<M PMi« #»tit mMvVV) 

• MPtMiP ii « i» M tfYi •m* mt 

“*•■-“ ’•".a J.3W5S s.'ss.'aasa 



4til» 



114 



Pile 



BU.KK A^D COT^FaIY 
2000 J%et Jtain 



SUMlliiRY OP FOSITIOKS HELD: 

List or present position: 

Prom: To : 

Name of Company: 

Address of Company: 

President of Firm: Yoar Superiors 

Products Wanufactureds 

In the space belrw state definltel in detail your 
duties and functions In each of the positions. Also 
state definitely ow and why relations w€5re severed. 

Begin with your first position held with this co»pany 
and list all positions in sequence. 

Title of Position Dates Fo. of i-mplo/ees Salary 

Supervised 



(Iv) 
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Pile 



In the followlns? list Indicate those iteira with which 


you aro familiar, either 
or experience. 


through knowledge, training, 


Production Methods 


Electronics 


Production Procedures 


Electrical Equipment 


Cost Accounting 


Organic Chemistry 


Statements and Reports 


Manarsment 


Factory Organization 


Aralytloal ability 


Charts 


Other 


Simplification and 




Standards 


Production Standards 


Job and Methods 


Time and Motion Study 


Standards 




Planning and Scheduling 


Rate Setting & 




Job Evaluation 


Production and Expense 




Budgets 


Personnel Methods 


Plow, Job and '*ork Charts 


Plant Maintenance 
Cost Analysis 


Purcha s ing 


Raw Materials "la tin a ting 


Product Costs 


Bonus k Wage Incentives 


Credits 


Inventory Control Sc Stores 


Advertising 


Material Handling 


Contracting 


Depreciation & Obsolescence 


Expediting 


Sales 


Statistics 


Collections 


Drafting 


Timekeeping & Payroll 


Tool & Die Design- 




ing 


Procuroment 



(v) 
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Finance 
Conatruction 
J^achine Designing 
Product Designing 
Television 
Research Procedure 
Inorganic Chernist3?y 
Supervision 
Creative Ability 

Kame raw materials and products with which :fou have had 
experience, (such as ferrous or non-fc’^rous r.etals, 
plastics, cheralcals, etc,) 



(vi) 
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AK EXAMPLE OF AN K'*PLOYIjTNT AO^mCY JOB ii^..CEN£NT CONTrLiCT 



(original) 

AGRFESRKT 

AGREt^SERT between John Doe and BL/JIK and CO'-^PANT, 2000 
West Main* Cleveland, Ohio. 

IN the event I, the under sifcned, accept any posi- 
tion through or in consideration of the services so ren- 
dered, dlrectlv or indirectly b BijANK and CO’ Pi\NY, I 
agree to pay to BL .NX and COVPAFY, its successors or 
assijBQnis, the following fees; 

1. An asjount equal to four per cent (41^) of one 
yearns salary and/or drawing account hereinafter des- 
cribed as income for a position, payinor me less than 
12,000.00 per year. 

2. iin amount equal to five per cent {&%) of one 
year*s income for a position paying me ^2, 000. 00 par 
year or over and less than |4,000.00 per year. 

3. iixi amount equal to seven per cent (7^) of 
one year »8 income for a position pa/in ? me C>4,0a0.00 
per year or over and less than #6,000.00 per year. 

4 . An amount equal to ten per cent (lO^j) of one 
year *8 income for a position pa/lng me 86,000*00 per 
year or over and less than |15,000.00 per year* 

B. An amount equal to twelve per cent (12/0 of 
one year’s Income for a position pa ■in"' |15,000.00 per 
year or ovor and less than #26,0 > ,00 per year. 

6* An amount equal to fifteen per cent (15 ) of 
one year’s Income for a position paying ne I-25, 000.00 
per year or over. 

IT Is further agreed that: 

1. Should I lose the position through fault of 
my own or voluntarily leave such position, I agree to 
pay the entire fee heretofore provided for said position. 

2. Should I lose the position for any reason ex- 
cept as hereinabove provided, within thirty (30) days of 



(vll) 
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dAte of employment, I agree to pay a fee of an amour t 
equal to twent/-five per cent (25?^) of the Income re- 
ceived during such perloi of emplo ;men t . 

I specifically agree that all foes to bo paid 
BiiAKK and C (J i'AJiY for services so r*en*Ur6d, shall be 
due and payable in full within three (3) da/a after 
verbal acceptance of position, ur;lesfi otherwise provided 
in writing and secured by promissory note, 

IT is understood that such fee is a flat amount 
and Is not contingent upon actual earnings of one year, 
but la computed upon the co -rjensation agreed upon be- 
tween a plicant and tho omplo/er at the tl e of accep- 
tance of a position and is not sub-ect to change of 
earnings thereafter, otherwise reduced or Increased • 

IT is further agreed and understood all fees due 
B*.iAHK and COMPAJIY, Its successors or assigns, that are 
not paid within a period of thirty (30) days after accep- 
tance of position, will bear Interest at the rate of six 
per cent (6^) per ann’ m until paid. 

I have read, and do so agre'' to the tems of the 
agreement* 



DATS 
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(vlii) 







f 



-- m 



* ^ 




(lilt) 



139 



M EXA-^-PLE of AK AGi:i-CY 3USir*l»'- COKTaCT letwr 



3L‘i^’K and COVi a!?Y 
2000 tiVest K&in 
Cleveiani, Ohio 



Refer to: File Fo. 4381 
Sales 'Engineer 

A youi'g ciler.t of oura--witb that seldon found 
combination of true enf!ine'''r inr «billt: £.nd a sales per- 
«onallty--la interested in salllnp: Ir the Michigan area. 

Two years aa development engineer resijorsible for 
design, testing, dsvelopment and research, in connection 
with autopiobllo gauges, has given him wide practical ex- 
perience. Increased cuatoasor contact on flold complaints 
and new designs has aroused an interest and proved his 
ability for technical sales. 

He had Just completed th.’ Ford Ooitpany's Student 
Engineer training when that progro« was dissolved; his 
release carried a recomaaendutlon for “ehiro. Ti-ia train- 
ing gave him a working knowledge of varied dep-rtmeotal 
activity: Sales, Advertising, Public Relations, Manufac- 

turing, Engineering and Steel Mllia. Written reports 
were required in ©ach depax'tment on methods of increasing 
efficiency of men and operating tochniques. 

His education was completed at the Unlve “slty of 
Michl-xan where he received a Bachelors Degree in Elec- 
trical Engineering; he w -s then cor-mlsslored in the Favy 
and served three years as a Radio Telet/pe Officer. 

We are confident that this combination of theory, 
broad Industrial training -nd laboratory experience, 
well equip him for the sales field. Without obligation 
we will bo happy to forward details of this r.an*s back- 
ground or arrange a personal interview at ^four conven- 
ience. 



(ix) 



Sincerely, 
blank AKD COS'PaFY 

John D. Rowe 
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AH EXAKPLK of hN AOOTCY LETTER OP CONTACT '/?ITH 

i’CTSHTLO* J03 hP LICaNTS 



BLANK and COKFANY 
2000 West ‘^aln 
Cleveland, Ohio 



Personal experience has proved to me that the man 
with advanced ability has ever found it difriculb to nego 
tlate for his peraoml services because of the ideals of 
business ethics* BLANK and G0^^?A?’Y have a complete con- 
fidential service designed to overooi.e these obstacles 
in eecurifig advancement of position* 

This service Is of particular value to Individuals 
who are considering making a change «?ithout leopard Izlng 
their present position; to those wv-o wlgh to explore pos- 
sibilities in other fields or elsewhere in their own 
field; or to those actively seeking positions, 

A amn of special ability cannot activel-' seek a 
position without detracting from h!s personal standing. 

An employer, likewise, cannot invite the candidacy of a 
man without affecting the stablllt'- of his organization. 
However, through B*^4iKK and CO: rkT£, a confidential medium 
may be established and potential employers can be located 
Since each case accepted bv us Is individualized, we 
create opportunities without destroying business ethics* 

We invite /our inquiries and correspondence or 
will be glad to arran’-e an a.px)ointinent to discus s the 
matter in greater detail* Telephone appointments may be 
made by calling Melrose 1234, 



Since.“*ely, 



BLAFK and CO^.VtuVY 

John D. Rowe 
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